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Abstract
This thesis is concerned with perceptions of bullying. It examines the constructs 
associated with the social representation of bullying within the police service, and the 
social psychological processes and factors influencing the likelihood that individual 
officers will share such representations. The work is framed within the social 
psychological theories of Social Identity Theory (SIT) (Tajfel & Turner, 1986) and 
Social Representations Theory (SRT) (Moscovici, 1961,1984).
The research comprised two studies. Study one used an innovative twist on the 
qualitative multiple sort procedure to establish the constructs of bullying used within 
the police service. Seventeen participants drawn from civilian support staff, uniformed 
and cid officers used themes based on issues of context, power and the type of 
behaviour (personal or task directed) in their evaluations of bullying. Departmental 
differences were noted in the interpretational strategies used.
Study two was designed to ascertain the relative importance of the constructs, identified 
by study one, to the constabulary’s SR of bullying and the degree to which differences 
in sharing such SRs could be explained by identification factors. The manipulation 
scenario, which formed part of the questionnaire design, provided support for the effect 
of type of behaviour on the SR factor of acceptability and common-ness, but the 
construct of power, as represented by rank and authority, produced a more complex 
result, with an interaction occurring between the two. There were sigmficant 
differences between high and low identifiers and department in the degree to which 
respondents concurred with the constabulary’s SR of bullying.
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Chapter One
Chapter One
Introduction
‘All I  ever wanted to be was a police officer. I  spent the first nine years o f my career 
dealing with normal police tasks, with the odd dead body under a train, or the 
Brixton riots, Finsbury Park riots, football duties, etc... I was in CID and had been 
for about 12 months, I  was due to go on a CID course, it was cancelled, the driving 
course I  was due was also cancelled, when I asked WHY, no reasons were given. My 
files started to either disappear or I  would find used condoms in amongst the papers 
... Now after being pushed to the brink, and trying to kill myself, I  have realised that 
you are on your own. Even to this day I  do as I  was warned KEEP YOUR MOUTH 
SHUT, OR YOU LOOSE (sic) YOUR PENSION... ’ (Bullyonline, 2003).
1.1 The focus of the study
The central premise of this thesis is that the meaning of bullying is best understood 
within the contextual setting of the organisation within which it occurs. The thesis 
describes the constructs of the phenomenon within the police service and the social 
influences that are likely to lead to individual officers sharing these constructs. In so 
doing it examines how identification with the organisation is related to bullying 
tolerances.
In a recent exit poll conducted across ten constabularies, 31% of resigning or 
transferring officers stated that bullying and/or discrimination was relevant to their 
decision to leave (Cooper & Ingram, 2004). The cost of bullying within the police
Chapter One
service can be counted both in terms of the profound psychological distress 
experienced by victims, and in organisational terms: “No-one in the Service should 
underestimate the damage, tension and conflict caused by harassment or bullying of 
any kind in the workplace. It leads to poor morale, staff turnover, sick-ness, reduced 
productivity and divided teams. The impact may be difficult to quantify but it will 
affect the organisation’s performance.” (Her Majesty’s Inspectorate of Constabularies 
(HMIC), 2000a:2.14).
Being bullied is a problem in any occupation, but it is compounded for victims in 
closed-occupations, where their social life is often intertwined with their working life 
suggesting that there is an opportunity for conflict to bleed from one situation into the 
other. For victims in many other occupations changing jobs offers a means by which 
to escape such behaviour, but the choices of alternative employment is limited for 
police officers especially if they wish to remain in the same type of work. Research 
(e.g. Stanley, 2002) would indicate that for some officers policing is not just a job, it 
is a vocation and a way of life. In these circumstances resignation is a serious move 
with most officers taking some time before coming to such a decision (Cooper & 
Ingram, 2004).
These findings amplify the need for applied research in this field to identify the 
effects of group influences on individual officers’ perceptions of bullying and how 
practice and training informed by social theories is more likely to produce effective 
intervention techniques.
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It is argued that the organisation and workplace setting provide the interpretational 
framework within which individuals view bullying, with the same behaviour being 
interpreted as bullying or non-bullying depending on social / cultural norms and 
expectations within the organisation.
A preliminary literature review of bullying in the workplace drew attention to the 
definitional difficulties and methodological variety associated with research in the 
field. In response a study was designed to identify those components most likely to be 
perceived as bullying within the police service. This concentration on perception 
rather than on the behaviour itself afforded the opportunity to deconstruct the key 
constructs of bullying and to gauge the degree to which they are shared. In so doing it 
became apparent that there were group differences in the constructs being applied to 
the phenomenon. The scope of the present work was therefore extended to 
incorporate the social influences which pre-dispose individuals to perceive an action 
as bullying, and the way in which the degree of identification with the group or 
organisation moderate the effect of social influence.
Theoretically the thesis is located within a Social Identity Theory (SIT) (Tajfel, 
1981)/ Social Representations Theory (SRT) (Moscovici, 1988) combined paradigm. 
This describes the ways in which social identification with the group guides shared 
understandings, and why the construct of bullying might vary between groups.
This thesis uses social theories and behaviour manipulations to explain how the 
interaction between the behavioural determinants of bullying and the social identity of 
the observer combine to form a percept of an act as bullying. Study one introduces an
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innovative methodology whereby video-clips are incorporated into a multiple card
sorting procedure.
The research questions addressed in this thesis are:
i) What are the behavioural constructs used by police officers and employees to 
evaluate bullying?
ii) Which of these constructs of bullying contribute to the perception of 
behaviour as bullying in the police service?
iii) What social psychological processes influence whether an individual officer 
will share the social representations of bullying with the police service?
In answering these research questions, the contributions to this field of research is 
made in:
i) drawing attention to the complex nature of the power component of bullying;
ii) developing a social psychological model explaining the personal perception of 
bullying in the police service; and,
iii) introducing a new methodology with which to explore bullying.
The research also makes a contribution through informing bullying intervention 
procedures within the police service.
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1.2 The structure of the thesis
Chapter two reviews the research literature on bullying in the workplace. This 
informs the research questions addressing the constructs of bullying. Particular 
attention is given to the behaviours, targets and perpetrators of bullying. This review 
demonstrates a lack of consensus on conceptualisation, samples studied and 
methodological procedures. It concludes that the construct of bullying is a “slippery” 
one and that its meaning is socially determined and differs between groups. The 
argument is presented that a greater understanding of bullying would be forthcoming 
from research looking at the interaction between the behaviour, organisational attitude 
and social milieu.
To re-iterate: it is proposed that the notion of bullying is socially constructed and thus 
bullying is neither an inherent characteristic of the behaviour, nor can it be explained 
solely by individual differences. Rather it is the social context, i.e. the organisation 
and group, within which the event occurs, which must be taken into consideration. 
Within the scope of the thesis it is intended to look only at the product of social 
representations, i.e. what bullying means to the constabulary, and at the factors likely 
to influence officers in their sharing of those social representations.
The research question relating to the constructs of bullying in the police service 
requires an account of the culture. Chapter three describes the culture of the police 
service. The historical links with the military are briefly outlined and the way in 
which this continues to have an influence in terms of its emphasis on masculine traits 
such as aggression and on cultural practices such as saluting and deference to rank. It 
also explains how cultural imperatives such as solidarity and conservatism, which
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contribute to a stable and supportive environment can also lead to the isolation and 
rejection of individuals seen as being different from the prototypical officer. As such 
it explains why certain forms of behaviour, conceptualised in other contexts as 
bullying, might be considered justifiable in the police and how cultural influences 
might lead members to tolerate or even positively embrace such practices. A survey 
of anti-bullying policies from UK constabularies provides an account of the official 
perspective on the phenomenon.
Chapter four focuses on the theoretical framework adopted in this thesis. As such it 
informs the research question relating to social influences on shared representations. 
The argument that the degree of identification with the organisation will have an 
effect on the extent to which the individual’s construction of bullying behaviour will 
match that of the organisation is informed by two social theories. Social Identity 
Theory and Social Representations Theory were devised to explain different aspects 
of social process. The attributes and assumptions underlying each theory are described 
separately and then the advantage of combining the two in a single paradigm is 
presented.
Chapter five addresses the research question relating to suitable methodological 
approaches with which to access participants’ understanding of bullying. It describes 
the qualitative study aimed at identifying the main components associated Avith 
bullying. For this purpose a multiple sort procedure (MSP) was considered 
appropriate as past research (e.g. Faiks & Hyland, 2000) suggests that this is a highly 
effective and valuable method for gathering user input, and it has been used in 
research dealing with sensitive issues such as sexual offences (e.g. McGuickin &
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Brown, 2001). It allowed individuals to use their own terms to express how they 
conceptualise bullying and the constructs and categories they use. Subsequent 
analyses of the data using a form of scaling based on an Euclidean geometric 
algorithm led to an understanding of the processes underlying the perceived proximity 
of entities based on the premise that conceptual similarity is linked to empirical 
similarity. The process included the novel addition of video-clips, which featured a 
range of scenes incorporating behaviours such as verbal abuse and belittling, 
previously implicated in the bullying literature. Seventeen officers and civilian 
employees from the police service undertook the task from which three recurrent 
themes, i.e. power, context and type of behaviour (personal or task), emerged. At the 
same time it also became apparent that there was a clear de-lineation along 
departmental lines (uniformed officer, CID officer, civilian support staff) in the 
strategies employed in the interpretation of scenes.
In chapter six the device used to make formal specification of the research design 
was based on the convention of the mapping sentence (MS). This specifies the 
research domains of interest and the relationships between them. The technique 
enables the researcher to structure and present a complicated array of hypotheses in a 
manageable form. As such not only does it represent an alternative way of laying out 
the specific research questions, it also represents a model of bullying within the police 
environment. The first mapping sentence described the way in which the components 
of bullying identified by participants in chapter five contribute to the constabulary’s 
social representation of the phenomenon. The second associated sentence addressed 
the demographic, career, identification and qualities variables expected to influence 
the extent to which respondents shared these representations.
Chapter One
Chapters seven, eight and nine are based on the main empirical study, which 
addresses the empirical verification of the constructs of bullying within the police 
service, and tests the components of the social psychological model explaining the 
personal perception of bullying in the police service.
Chapter seven describes the participant profile, method, measures, procedures and 
creation of derived variables. It describes the problems associated Avith accessing the 
police service and gaining the co-operation of police officers and on the ways in 
which these problems were overcome. Over 760 participants completed a 
questionnaire, which included: demographic and career details, measures of 
identification, values and a section containing the manipulation scenario. This chapter 
also includes a description of the distribution schedule, which was necessarily 
complex in order to ensure a representative sample in geographic, rank and 
departmental terms, and the degree to which this requirement was met.
Chapter eight focuses on data screening and cleaning together Avith the preliminary 
analyses of the data within each of the four sections. The factors in the mapping 
statement were selected according to past research and theoretical expectations. In this 
chapter descriptive statistics are presented together with correlation findings where 
indicated.
The statistical analysis of the two associated mapping sentences occurs in chapter 
nine. The first of these is concerned with the relative importance of the identified 
components of bullying: power, context and type of behaviour to the constabulary’s
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social representation of bullying. These components were manipulated in the 
questionnaire through the presentation of written scenarios or vignettes. The findings 
confirmed type of behaviour, specifically personal criticism, as a robust predictor of 
categorisation as bullying. Although the remaining manipulations did not have a 
simple main effect on social representation, an interaction was noted between the two 
different types of power, i.e. rank and authority. This has possible implications for 
future bullying research.
The second mapping sentence concerned respondent sharing of the constabulary’s 
social representations of bullying, or more accurately the ‘distance’ between the two 
viewpoints. Many of the variables included in the theoretically derived original 
mapping sentence were found not to have an effect on the ‘distance’ measure. The 
only social identification associated with such an effect was departmental 
membership. However, the level of identification with the group and the perception of 
shared values with the group had a main effect on the distance measure. Revised 
mapping sentences were created to take account of these findings.
Chapter ten is fi-amed around the contributions made to research by this thesis. The 
findings relating to the constructs of bullying as they apply to the participating 
constabulary’s social representations are discussed. In particular attention is paid to 
the complex nature of the construct of power, together with the possible implications 
this has for research into bullying. Attention is drawn to the awareness of participants 
in these studies to cultural differences in behavioural expectations of other professions 
and organisations. This includes reference to the phenomenon of shifting standards in 
the acceptability of behaviour determined by cultural expectations.
Chapter One
The chapter expands on the contribution made by applying a theoretical framework to 
the issue of bullying, and the ways in which this advances the understanding of 
bullying through the explanation of organisational and group processes It also 
examines the effectiveness of the embryonic social psychological model in explaining 
the likelihood of shared representations of bullying with the constabulary. Finally the 
contribution made by the new methodology is discussed before the issues relating to 
methodology, practical implications for the research and suggestions for future 
research are presented.
The conclusion draws together the experience of the research and the thesis findings. 
The need to take into account both the behavioural and social identification 
components in the perception of bullying is reiterated, and the extension of the video­
clip technique advocated for both research and training purposes. It is hoped that the 
work presented in the thesis will provide encouragement for future social 
psychological research into the sensitive area of bullying in the workplace, and 
specifically to that topic within the context of the police service, where the rewards in 
terms of officer well-being are so worthwhile.
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Chapter Two
The study of bullying in the workplace
2.1 Introduction
To date there appears to be no universally accepted definition of bullying in the 
workplace, which has been variously described as:
“Persistent criticism and personal abuse in public or private which 
humiliates and demeans a person” (Adams, 1992a: 50)
“Repeated activities, with the aim o f bringing mental (but sometimes 
physical) pain, and directed towards one or more individuals who, for  
one reason or another, are not able to defend themselves” (Bjorkqvist, 
Osterman & Hjelt-Back, 1994:173-174)
a situation where one or several individuals persistently over a 
period o f  time perceive themselves to be on the receiving end o f  
negative actions from one or several persons, in a situation where the 
target o f  bullying has difficulty in defending him or herself against 
these actions. We will not refer to a one-off incident as bullying. ” 
(Hoel & Cooper, 2000b: 4)
"... refers to a process in which the victim is subjected to a series o f  
systematic stigmatising attacks from a fellow worker or workers which 
encroach on his or her civil rights. ” (Quine, 2001:74).
This chapter will describe the scope of past research in the field of bullying in the 
workplace and will review the definitional, conceptual and methodological problems. 
This will include reference to the behaviours and constructs used in the research 
literature as well as the organisational and ‘people’ component, i.e. the bully, the 
victim, and the observer. Throughout, the implications of these approaches and of the
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methodology they employ will be discussed particularly as they apply to research into 
bullying in the police service.
2.2 An overview of the scope of past research
The range of perspectives investigating the phenomenon of bullying in the workplace 
has been eclectic, including: legal (e.g. Epstein, 1997; George, 1999; Hallas, 1999, 
Howard, 1995; Spry, 1998), management (e.g. Dearing, 1999; Resch & Schubinski, 
1996, Sheehan, 1998; Stephens, 1999), social sciences such as sociology and 
psychology (e.g. Bjorkqvist, Osterman, & Hjelt-Back, 1994; Cowie, Naylor, Rivers, 
Smith, & Pereira, 2002; Einarsen, Raknes & Matthiesen, 1994; Hoel, Rayner & 
Cooper, 1999); health and safety (e.g. O’Moore, 1998); and trade unionism (e.g. 
Alderman, 1997; Ball, 1999; NASUWT, 2000; Stenlake, 2000; UNISON, 1997). The 
focus of the research and the methodology used reflect the disciplinary approach, as 
for example the work undertaken from the legal perspective concentrates on legal case 
studies. It is anticipated that this social psychological study will extend current 
understanding of bullying in the workplace through the explanation of the 
psychological influence of organisational processes on individual interpretation of 
behaviour as bullying.
Bullying in the workplace has been investigated in diverse populations, such as those 
in specific social categories or occupations e.g. health professionals (e.g. Hockley, 
1999a; Rosenberg & Silver, 1984; Quine, 2001), students (e.g. Ashforth, 1997; 
Hepburn, 1997; Rayner, 1997), supervisors and trainees on a Clinical Psychology 
Course (Garrett, 1997), industrial workers (e.g. Aquino & Bommer, 2003; Einarsen
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& Raknes, 1997), and prisoners (e.g. Ireland, 1999), and those in categories defined 
by bullying, e.g. adults contacting an Anti-Bullying Research and Resource Centre 
(O’Moore, Seigne, McGuire & Smith, 1998), and bullying victims (e.g. 
Groeblinghoff& Becker, 1996; Zapf, Knorz & Kulla, 1996). Only a relatively small 
number of researchers (e.g. Hoel & Cooper, 2000b) have investigated bullying 
amongst employees engaged across a range of occupations.
There are particular problems in extrapolating findings obtained for a particular 
population to either another specific group or to the general population. The content 
of the bullying behaviours may be context specific, and the work environment may 
define different limits of bullying tolerance.
This thesis is concerned with bullying as it applies within the police service, where 
relatively little research has been published. A number of constabularies have 
commissioned their own ‘in-house’ surveys into bullying but given the organisational 
cultural predispositions of isolation and secrecy there is a reluctance to publish, thus 
the incidence and prevalence rates are uncertain. The research that is available (e.g. 
Hoel & Cooper, 2000b; Rayner, 2000), suggests that prevalence rates may be as high 
as 29%.
Bullying has been examined qualitatively and quantitatively using a variety of 
methods such as:
• case studies (e.g. McMahon, 2000);
• focus groups (e.g. Groeblinghoff & Becker, 1996; Lockhart, 1997);
• interviews (e.g. Archer, 1998; White, 1999);
13
Chapter Two
• critical incident reports (e.g. Kowalski, 2000; Liefooghe & Olafsson, 1998);
• observations (e.g. Hockley, 1999b);
• incidence surveys (e.g. Hoel & Cooper, 2000b; UNISON, 1997);
• clinical studies of bullied individuals (e.g Leymann, 1996).
Each of these methods has a valid contribution to make, and in determining the 
appropriate method for this research due consideration will be given to the various 
options.
Throughout this chapter attention will be drawn to the nebulousness of the construct 
of bullying, which it will be argued reflects differences in the understanding of the 
meaning of the term. A qualitative approach would allow participants drawn from the 
target population to explain and describe the phenomenon from their ovm perspective. 
In such a way the phenomenology of qualitative methods can help improve the depth 
of understanding of bullying within the police service by exploring and probing the 
meaning of the word within different contexts and locating themes that are common 
across contexts.
Within the field of research addressing bullying in the workplace quantitative 
methods, such as questionnaires, have primarily been used to establish the rates of 
bullying within a target population. Carefully devised and informed through 
qualitative findings they can also serve to provide appropriate confirmatory evidence. 
This thesis will adopt a mixed methods approach employing both qualitative and 
quantitative designs to explore and confirm the shared understanding of bullying 
within the police service.
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Explanations for bullying have been located at various levels of analysis. For instance 
Bjorkqvist et al (1994) suggested that it is the personality of the victim that attracts 
bullying. In the following chapter, which looks at the culture of the police service, the 
emphasis on masculinity will be discussed (e.g. Smith & Gray, 1983; McNeill, 1996), 
together with the importance placed by law enforcement agencies on the ability to 
handle stress (Ainsworth, 1995). This will suggest that individuals lacking the 
appropriate masculine traits might be seen by the rank and file as unsuitable officer 
material, and as such provide some form of explanation as to why they might be 
subjected to those informal practices designed to ‘discourage’ them (Fielding, 1988). 
Thus it might be expected that bullied officers would score lower on masculine traits 
than their non-bullied counterparts. One problem with the personality approach is that 
it can “pathologise” the victim by implying that it is they who invite the behaviour.
Alternative levels of analysis have also been proposed. Felson & Tedschi (1993) and 
Randall (1997) found some explanations for bullying at the level of the dyad in the 
pattern of interaction between bully and victim. Crawford (1997) proposed bullying as 
a scape-goating process fulfilling personal and organisational needs at the group level. 
Zapf et al, (1996) implicate the organisational role in bullying. They suggest that 
bullying is often institutionalised and as such is passed down from one generation of 
workers to another. In his work investigating bullying in the fire service. Archer 
(1999) suggested links between the culture of the fire service and institutionalised 
bullying. There are similarities to be drawn between the fire brigade and the police 
service suggesting that this research might also have implications for understanding 
bullying in the policing context. Her Majesty’s Inspectorate of Constabulary (HMIC)
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(2000a) have also commented on the lack of a cultural or managerial ethos on the 
treatment of staff, and on the reluctance to embrace change (HMIC, 2003a), both of 
which might suggest organisational involvement in bullying.
Finally, Lewis (1999) took the view that the source of bullying in the workplace rests 
at the societal level, where the tv^n pressures of shrinking profits and weak trade- 
unionism combine to create a work ethic based on exploitation and bullying. The 
police service is quite well represented by the Police Federation and minority interest 
group organisations such as the British Association of Women Police, but as with 
other public services, constabularies are subject to budgetary constraints and public 
accountability regarding service delivery. These may feed down through the 
organisation where understaffing and an over-emphasis on performance has been 
related to the presence of a bullying culture in some parts of the police organisation 
(HMIC, 2001c). It has been argued that performance culture, which measures 
productivity and competence through arrest rates, perpetuates the masculine culture of 
the police service to the detriment of the creation of a more caring and reflective 
organisation (Brown & Neville, 1996).
As the central premise of this thesis is that the understanding or experience of 
bullying occurs within social interaction, it will concentrate on three levels of analysis 
within a single constabulary. Examination will be at the levels of the individual, group 
and the organisation.
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2.3 The problems associated with using the word ‘bullying’
A review of the literature shows that the term ‘bullying’ when applied to the 
workplace is not universally adopted. Researchers from Scandinavian countries and 
the United States opt for the terms ‘mobbing’ (e.g. Leymann, 1996), ‘abusive 
behaviour’ (e.g. Keashly, Trott & MacLean, 1994), ‘workplace mistreatment’ (e.g. 
Price-Spratlen, 1995), or ‘harassment’ (e.g Einarsen & Raknes, 1997), whereas in 
Australia some researchers use the phrase ‘internal violence’ (e.g. Mayhew & 
Chappell, 2001). The rationale behind the avoidance of the term ‘bullying’ when 
referring to the adult behaviour, is explained by Leymann in the following way:
1 deliberately did not choose the English term “bullying”, used by English and 
Australian researchers (in the USA, the term “mobbing” is also used), as very 
much o f this disastrous communication certainly does not have the 
characteristics of “bullying”, but quite often is done in a very sensitive manner, 
though still with highly stigmatising effects. The connotation o f “bullying “ is 
physical aggression and threat. In fact, bullying at school is strongly 
characterised by such physically aggressive acts. In contrast, physical violence is 
very seldom found in mobbing behaviour at work. Rather, mobbing is 
characterised by much more sophisticated behaviours such as, for example 
socially isolating the victim. ” (L eym ann, 1996: 167)
This is not to say that the alternative terms are ideal. The word ‘mobbing’, which is 
seldom used in British research into the topic, indicates an activity performed by a 
group and therefore fails to address similar actions carried out by an individual 
(Arora, 1996). This is likely to be a particular problem in this study, which 'will 
recruit from British police officers for whom ‘mobbing’ might have connotations 
associated with public order situations, and who might not understood it as a term 
connected with oppressive behaviour in the workplace.
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The phrase ‘abusive behaviour’ favoured by some American researchers (e.g. Keashly 
et al, 1994) might also be problematic in the police environment, where it describes 
an infringement of the law. It has also been noted that the adjective ‘abusive’ is not 
one that is readily accepted by many participants (Hockley, 1999a).
The Concise English Dictionary definition of harass is “to trouble, torment or confuse 
by continual persistent attacks...”, whereas that of bullying is “to hurt, intimidate or 
persecute (a weaker or smaller person) especially to make him [sic] do something”. 
Thus in lexical terms bullying suggests a coercive power differential that might be 
applied passively, for instance by isolating a victim, or actively as in verbal abuse. 
Harassment suggests active aggravation not necessarily aimed at achieving an 
objective.
In Britain, harassment tends to be the term applied to persistent negative actions based 
on individual differences such as gender, race, religious affiliation or disability, for 
which there is specific legal redress, whereas bullying is the generic term for a wider 
range of such behaviours 'with or 'without a specific target orientation.
In research into bullying in the workplace the distinction drawn between bullying and 
harassment is vague. Consequently in this context the terms ‘mobbing’, ‘harassment’ 
and ‘bullying’ are frequently interchangeable, the actual term employed probably 
being more indicative of the country of origin of the research than about any possible 
distinction between the phenomena. For instance, Bjorkqvist et aVs (1994:p. 173-174) 
definition of harassment as, “Repeated activities, with the aim of bringing mental 
(but sometimes also physical) pain, and directed towards one or more individuals
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who, for one reason or another, are not able to defend themselves is not markedly 
different from the spirit of the Lyons, Tivey & Ball (1995:p3) definition of bullying as 
‘persistent, offensive, abusive, intimidating, malicious or insulting behaviour, abuse 
of power or unfair penal sanctions which makes the recipient feel upset, threatened, 
humiliated or vulnerable which undermines their self-confidence and which may 
cause them to suffer stress’. Einarsen et al (1994:p381) include both in a single 
definition ‘bullying and harassment are situations where a worker or supervisor is 
systematically mistreated and victimized by fellow workers or supervisors through 
repeated negative acts like insulting remarks and ridicule, verbal abuse, offensive 
teasing, isolation, and social exclusion, or the constant degrading of one’s work and 
efforts’.
It would seem that the semantic and conceptual differences between bullying and 
harassment are outweighed by their similarities when they are operationalised in 
research. In this study the word bullying is used on the grounds that a) it is the usual 
term applied to research into the topic in this country; b) the police service uses the 
word ‘bullying’, and its inclusion in the work policies of individual constabularies 
suggests that it is an appropriate term in the policing environment; and c) it is the 
more inclusive term.
2.4 Prescriptive checklist of bullying behaviours
One way of circumventing the problem of terminology is to list all the behaviour 
consistent with the underlying construct. Consideration was given to appropriateness 
and effectiveness of this approach and of the available measurement tools.
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One of the pioneers in the field, Heinz Leymann, devised the Leymann Inventory of 
Psychological Terror (LIFT) as an instrument vdth which to measure the levels of 
mobbing within organizations (Leymann, 1989). According to Leymann in order to be 
a victim of mobbing, an individual must have been affected by at least one or more of 
the 45 hostile actions listed in the LIFT catalogue at least once a week over a period 
of at least half a year.
The LIFT was the first attempt at comprehensively listing all the behaviours that 
constitute mobbing, or bullying in the workplace. The activities are listed under five 
sub-headings: (a) people contact; (b) systematic isolation, (c) work tasks changed in 
order to punish, (d) comments and insults, and (e) violence and threat of violence.
Although devised as a definitive list of mobbing behaviour, other researchers adopting 
a similar approach have felt the need to create their own lists differing both in degree 
and content from that of Leymann. A review of three bullying measures, i.e. 
Leymann’s Inventory of Psychological Terror (LEFT) (Leymann, 1989), the Work 
Harassment Scale (WHS) (Bjorkqvist & Osterman, 1998), Negative Acts 
Questionnaire (NAQ) (Einarsen & Raknes, 1997), and four articles listing bullying 
behaviour, i.e. Keashly et al (1994), the National Association of Schoolmasters and 
Union of Women Teachers (NASUWT) (1995), UNISON (1997), Quine (1999), 
demonstrates the difference in researchers’ notions as to activities that constitute 
bullying. A comparative table was dravm up (see Appendix 1) from which it emerged 
that there was a degree of consensus over a number of key activities identified as 
bullying, but also revealing a number of idiosyncratic differences.
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Table 2.1 lists the top ten activities identified as bullying with the frequency figure 
indicating the number of selected papers in which they appeared. The table also lists 
ten activities appearing in a single study.
Table 2.1: A seven-study list of activities associated with bullying
Most frequently mentioned activities
Activity Frequency
Activities mentioned in only one measure / study 
Activity Measure / study
Constant / persistent criticism 7 Given dangerous tasks LIFT
Silent treatment 7 Constantly moved LIFT
Threats 5 Attack political / religious beliefs LIFT
Shouting 5 Criticised for taking the initiative Keashly, Trott & 
MacLean (1994)
Spreading rumours 5 Credit for work given to others Keashly, Trott & 
MacLean (1994)
Isolation 4 Death by memo NASUWT
(1995)
Belittling 4 Afraid to take sick leave UNISON (1997)
Humiliation 3 Hints you should quit your job NAQ
Private life ridiculed 3 Reaction because work too hard NAQ
Work judged on false and hurtful 
basis
3 Shifting of goal posts without 
being told
Quine (1999)
Frequency indicates the number of articles in which the activity was specifically listed
As the studies were spread over ten years, additions and changes of emphasis might 
have been expected as continuing research identified new problem areas. However the 
picture that emerges is not one of construction and consolidation but of a continuing 
variety as researchers reject and adopt specific items of behaviour, perhaps 
recognizing that the construct of bullying might differ between target populations.
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If, as this suggests, the meaning of bullying is not a static reality but that it reflects the 
social expectations of the population or group then the understanding of the 
phenomenon might be advanced and more effectively addressed if its meaning were 
explored in different organisations. In order to do this care would need to be taken to 
avoid imposing external versions of the ‘realities’ of bullying, and presuming that 
notions of bullying are universally shared. For instance, swearing at employees might 
be considered unacceptable and demeaning in the majority of the working population, 
but if, as in the military, profanity is endemic it might well be seen as an attack on the 
way of life and therefore counter-productive to censure all such behaviour. This is 
not to say that bullying behaviour is to be tolerated on the basis of cultural and 
historical acceptability, but that due consideration should be given to the meaning of 
the word within the group.
A further limitation of the checklist approach to definition, is that all actions are 
subject to a number of possible interpretations in terms of the contextual, 
interpersonal and motivational processes involved. For instance, in the police setting 
very loud shouting in a one-to-one meeting would be experienced veiy differently to 
very loud shouting in a riot control situation. It is clear that a checklist of actions is 
not, of itself, an adequate measure of bullying: a point that has not been missed by 
many researchers leading some, such as Einarsen & Skogstad (1996) to state that in 
‘bullying and harassment is not limited to a predefined set of negative acts’ (Einarsen 
& Skogstad, 1996: p. 187). It would therefore seem that in order to be sure that an act 
of bullying has occurred it is necessary to qualify it with reference to a contextual 
setting.
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2.5 Conceptual differences in definition
The use of a conceptual definition can provide a supplemental or alternative to listing 
all the behaviours categorized as bullying.
Smedslund (1980) argues that for both practical and theoretical purposes it is 
necessary to have a good definition, which includes the necessary and sufficient 
conditions defining the activity. Watson (1980) goes further by suggesting that it is 
not just necessary and sufficient conditions, which need to be explicit but also the 
exclusions, i.e. those conditions that block the satisfaction of a condition.
This would suggest that identifying the concepts of bullying is insufficient of its self 
to provide a workable definition of bullying. The process also requires the 
specification of which behavioural components need to be present and which absent 
in order for an activity to qualify as bullying. For instance, if  the perpetrator’s 
intention to do harm is an essential component of bullying, the definition should 
indicate whether this factor is sufficient to label behaviour as bullying or whether it is 
also necessary to qualify this further by specifying that the intention must be 
translated into action. This is not as straightforward as at first it seems as the absence 
of an action does not necessarily mean that the person has not acted upon their 
intention to do harm: it takes no account of the fact that bullying may be passive 
inaction, e.g. prolonged silence. Thus a definition might need to include a phrase 
referring to intentional activity or intentional absence o f  activity.
Table 2.2 attempts to apply the notions of necessaries (inclusions), sufficiencies, and 
exclusions to those qualifying components of bullying in the workplace identified by
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researchers in the field. This indicates which components individual researchers think 
must be present in the form given, and which must not be present in the form 
mentioned in order to qualify an activity for classification as bullying.
Table 2 Necessaries (inclusions), and exclusions in components qualifying an action as bullying in the
study Frequency Duration
Pov
Differ
rer
ential
Victim Bully »iegativ( 
' Act
Terra Once 1
Ipeciflei
iVeeUy Terra 3
Specified 
(ninth |6ranth
Equal Jnequal Effect Intent
Bjorkqvist, 
Osterman & Hjelt-
(N)
repeated
N N
Brodsky (1976)
N N
Coyne, Seigne & N N
N
Einarsen & 
Skogstad (1996)
(N)
repeate-
E N E N N
N
Einarsen (2002) Over period 
of time
N
Inferred
N
Farrington (1994) (N)
repeater
N
Hoel & Cooper 
(2000b)
(N)
persistent
E Over period 
of time
N N
Leymann (1996) N E N
N N
Lyons et al (1995) (N)
persistent
N N
Matthiesen et al 
(1989)
(N)
repeated
Enduring N
NASUWT (1995)
N N
Niedl(1996) N N
O’Moore (1998) (N)
repeated
E ongoing
Quine (1999) (N)
persistent
N
UNISON (1997) N
Vartia (1996) (N)
recurrent
E Long-
lasting
N N
Zapf (1999) N N
N
Term = terminology used E — excluded N necessary
No single component is shown as sufficient of itself to qualify an action as bullying. 
However, there are a number of components, which seem to predispose an action to 
an interpretation as bullying, and these will now be considered separately.
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The majority of definitions include the frequency with which behaviour occurs as a 
qualifying component of bullying. A few (e.g. Einarsen & Skogstad, 1996; Hoel & 
Cooper, 2000b; O’Moore, 1998; Vartia, 1996) specifically exclude single incidents 
but others imply this through the inclusion of terms such ‘repeated’ (e.g. Farrington, 
1994; Matthiesen et al, 1989), and ‘persistent’ (e.g. Lyons et al, 1995; Quine, 1999). 
This criterion is not, however, without its critics, for instance Arora, (1996) argues 
that a single incident against a powerless individual can be sufficient to cause 
emotional trauma and that the long-term aspect of bullying would be better addressed 
with reference to its enduring effect rather than by its frequency or duration.
Where a pattern of behaviour is mentioned in the definition, this is sometimes further 
qualified with specific reference to a particular timeframe, for example weekly (e.g. 
Coyne et al, 2000; Leymann, 1996; Zapf, 1999). Within the police setting the 
qualifying requirement that the behaviour should occur weekly could be problematic 
in that the opportunity for bullying might only present itself sporadically or 
infrequently depending upon the tasks performed by those concerned.
The definitional debate raised by the single versus multiple acts, is extended through 
the qualifying component of duration, with researchers applying different temporal 
criteria. For some it is sufficient to highlight this aspect in non-specific terms such as 
ongoing (e.g. O’Moore, 1998), over a period of time (e.g. Einarsen, 2002; Hoel & 
Cooper, 2000b), enduring (e.g. Matthiesen et al, 1989) or long-lasting (e.g. Vartia, 
1996) whereas others incorporate a minimum qualifying period, which is generally 
taken to be six months (e.g. Coyne et al, 2000; Einarsen & Skogstad, 1996; Leymann, 
1996; Niedl, 1996). Although not important from the conceptual standpoint, these
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differences in the measurement inclusion period are likely to impact on bullying 
statistics. For example the number of times bullying incidents have been witnessed 
over the last six months is likely to be less than those witnessed over the last three 
years.
It is apparent that power differential is also an issue in bullying definitions, with a 
number of researchers stating that there must be a degree of inequality between the 
parties in order for bullying to occur (e.g. Bjorkqvist et al, 1994; Einarsen & 
Skogstad, 1996; Hoel & Cooper, 2000b). Others (e.g. Lyons et al, 1995; O’Moore, 
1998; UNISON, 1997) omit this factor from their operational definition.
If bullying is defined according to the subjective experience of the victim then the 
issue of power differential would appear to be a circular argument, in that if a person 
feels bullied ipso facto there is a perception of difference in power of some 
description, irrespective of whether this could be objectively identified. However, if, 
as would be appear firom the table, the perspective of the victim is not universally 
accepted as the essence of bullying, the wider issue of power warrants further 
examination.
Generally bullying research seems to refer to power as a simple concept, however, 
Collins & Raven (1969) identified six distinct types of power: reward, where power is 
seated in the perception of the ability to grant favours; coercive, where power is 
seated in the perception of ability to punish; referent, where the less powerful 
individual seeks to identify with the more powerful individual; expert, where power 
originates from the perception of greater knowledge; legitimate, where social norm
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designates power; and, informational, where a separate source provides information 
suggesting the presence of power. There might be an overlap between different types 
of power so that, for instance, an office manager might have both reward and coercive 
power in that (s)he might be able to grant a pay rise (reward) and to allocate 
unpleasant jobs (coercive).
It should be borne in mind that not all power is legitimate or strictly work related and 
that it is possible for some forms of power to be wielded by a subordinate in the 
organisational hierarchy. For instance coercive power could also refer to the ability to 
punish through an act such as exposure of personal and private details, and physical or 
mental power can again be used in a coercive form through fear of physical abuse or 
the threat of humiliation.
Each type of power identified by Collins & Raven (1969) can be matched to activities 
associated with bullying (see table 2.3), but there has been little research looking at 
the inter-relationship between the different types of power and of combinations of 
power. Research into bullying within the police service offers an opportunity to 
examine such relationships. The hierarchical structure of the police service bestows 
coercive, reward and legitimate power on higher-ranking officers although lower 
ranking officers may possess greater expert knowledge in their own specialist fields 
such that a senior officer would defer to them in certain situations.
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Table 2.3: Collins & Raven (1969) power type and bullying behaviour
Type of power Type of behaviour
Reward Blocking promotion, caused financial cost
Coercive Minor violence, physical or verbal threats, angry outbursts.
Referent Isolation; reaction from others because you work too hard
Expert Treated as incompetent, questioning judgement, limiting possibility for
expression
Legitimate Stealing credit for work, constant criticism
Informational Withholding information
In addition to the components of frequency, duration and power, a number of 
researchers have linked the categorisation of an activity as bullying to its effects on 
the recipient, the intentions of the perpetrator, both or neither and there are examples 
of each in the literature.
A number of researchers (e.g. Brodsky, 1976; Einarsen & Skogstad, 1996; Leymann, 
1996; Lyons et al, 1995; Vartia, 1996) emphasise the importance of the subjective 
experience of the recipient. They would argue that in order for actions to be 
categorised as bullying the object of the behaviour, i.e. the ‘victim’, must feel bullied. 
However, this is not the complete story as there is some dispute as to the level of 
distress the victim needs to experience in order for the label to be applied. For 
instance Leymann’s (1996: pl68) operational definition states that it “focuses on a 
point in time where the psychosocial situation begins to result in psychiatrically or 
psychosomatically pathologic conditions”, whereas other researchers would suggest 
that it is sufficient for the recipient to “perceive themselves to be on the receiving end
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of negative actions” (Hoel & Cooper, 2000b: p.4) or that the recipient experiences 
‘discomfort’ (Brodsky, 1976).
Those advocating the importance of the intention of the ‘bully’ in determining 
behaviour as bullying, include Bjorkqvist et al (1994), Coyne et al (2000) and 
NASUWT (1995), who refer to the ‘aim’, the ‘need’ [of the bully] and the ‘intended’ 
purpose of the action respectively.
Buss (1961) cautions against including the concept of intent from any definition of 
aggression: a point relevant to bullying research given that many researchers in the 
field (e.g. Batsche & Knoff, 1994; Bjorkqvist et al, 1994; Einarsen & Raknes, 1997; 
Zapf & Leymann, 1996) acknowledge that bullying behaviour can be conceptualised 
as a continuum of aggression. Support for this notion is forthcoming from the work of 
Baron & Neuman (1996) who matched Buss’s (1961) different forms of aggression to 
behaviours identifiable as bullying in the workplace (see Table 2.4).
Bjorkqvist (1994) points out that as far as adult human interpersonal conflict is 
concerned, physical aggression is the exception rather than the rule because as social 
skills develop, the aggressor becomes more aware of the consequences of their 
behaviour, and so opts for surreptitious actions, which carry less risk of detection. The 
use of subtle and covert forms of aggression (Keashly, 2001, or indirect aggression 
such as social manipulation where the target is attacked circuitously are more likely to 
occur in the workplace as they allow the aggressor to remain unidentified and thereby 
to avoid counterattack.
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Table 2.4: Baron & Neuman’s (1996) aggression type and behaviours
Type o f Aggression Type o f Behaviour
Verbal-passive-indirect
Verbal-passive-direct
Verbal-active-indirect
Verbal-active-direct
Physical-passive-indirect
Physical-passive-direct
Physical-active-indirect
Physical-active-direct
failing to deny false rumours about the target; or failing to transmit information needed 
by the target
failing to return telephone calls; or giving someone the silent treatment
spreading false rumours about the target; or belittling someone’s opinion to others
insults, yelling, shouting; or, flaunting status or authority and acting in a condescending 
or superior manner
causing others to delay action on matters o f  importance to the target; or failing to protect 
the target’s welfare or safety
purposely leaving a work area when the target enters; or reducing other’s opportunities to 
express themselves
Theft or destruction o f property belonging to the target; or needlessly using up resources 
that are needed by the target
Physical attack -  pushing, shoving or hitting; or, negative or obscene 
gestures towards the target
Despite the difficulties in accessing the intention of the bully and the subjective 
experience of the bullied, very few researchers (e.g. Matthiesen et al, 1989) omit all 
reference to these latent components of bullying. Those that do, such as Matthiesen et 
al (1989) may choose to focus instead on the negativity of the behaviour, but even this 
allows for multiple interpretations depending on whether, for example, it is seen in 
relation to the actor, the recipient, the observer, the act, its outcome, the context or the 
expectations.
2.6 The people and organisational components of bullying
There are four distinct roles attached to bullying in the workplace: victim, perpetrator 
(bully), observer and organization, although some of these roles may be combined as 
in the subgroup of individuals who not only bully others, but are also bullied by others 
(bully / victims). To a greater or lesser extent each impacts upon the other so that, for
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example, the reactions of the victim, observers and organization to a bullying incident 
are likely to affect the future behaviour of the bully.
2.6.1 Victims
In looking at victims, the relevance of obvious and pervasive social categorisations 
such as gender, and of personality traits have been researched with neither proving 
conclusively to have a direct bearing on victim status. For example, there are 
conflicting findings as to whether there are gender and age differences in involvement 
in bullying. Whereas in studies of children and adolescents, it has been suggested that 
boys are more likely to be bullied than girls (e.g. Baldry & Farrington, 1999; Mellor, 
1999) there is less consensus in the findings relating to gender differences in the field 
of workplace bullying. Salin (2002) reported inequality both in prevalence rates and 
in explanations for bullying between male and female research participants, whilst 
Quine (1999), Rayner (1997) and Vartia & Hyyti (2002) produced findings suggesting 
that both sexes were equally likely to be victims.
There is some evidence to suggest that within the police service there might be gender 
differences in bullying. The conservative aspects of police culture (e.g. Reiner, 1992; 
Waddington, 1999a) and the emphasis placed upon masculinity (e.g. McNeill, 1996; 
Smith & Gray, 1983), have both been linked to bullying. In such an environment 
women may represent a challenge to the traditional culture and therefore be the 
subjects of unequal and unfair practices. Research by Prokos & Padavic (2002:443) 
suggests that women police officers are subjected to ‘unduly harsh treatment’ from
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supervisors, a point supported by the findings of work carried out by Heidensohn 
(1992) and Feinman (1994).
Ireland (2000) reports on the stigmatising effects of being bullied in an environment 
where dominance is an important feature. She notes that whereas bullies in prison are 
given high status, being bullied is seen as indicative of weakness. In that weakness is 
perceived as the antithesis of masculinity, the effects of such stigmatisation would 
seem to be more difficult for males than for females. Such findings are also relevant 
to research into the effects of bullying in the policing community, where masculinity 
is seen as one of the core elements of the informal occupational culture leading to the 
expectation that there might be a similar stigmatising effect associated with victim 
status.
With few exceptions research into bullying in children and adolescents (e.g. Mellor, 
1999; Olweus, 1999; Rivers & Smith, 1994) suggests that the incidence of bullying 
decreases with age. Similar links between age and bullying have also been found in 
research into bullying in the workplace. Quine (1999) and Rayner (1997) found that 
the incidence of bullying decreased with the age of the respondent, with younger 
employees being more likely to experience bullying than their older counterparts. 
Hoel & Cooper (2001) reported a non-linear age relationship in bullying within the 
police service, with officers in the 24 or under age band and those in the middle age 
band reporting the higher incidence of bullying (24 or under = 20.8%; 25-34 = 9.8%, 
3 5 -4 4  = 13.1%, 45-54 = 11.5%, 55-70 = 0%). The lack of any reported incidence of 
bullying in the oldest age band possibly reflects the early retirement age of police 
officers.
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The main body of research looking at the personality of victims (e.g. Leymann & 
Gustafsson, 1996) concentrates not on comparisons between bullied individuals and 
controls, but on case studies of victims, where the emphasis is on the effects of 
bullying and the ramifications for individual personality. There is some suggestion 
that personality characteristics such as negativity (Aquino, Grover, Bradfield & Allen, 
1999) and aggressiveness (Aquino & Bradfield, 2000) may create social conditions 
that lead them to become targets or victims of harmfiil work behaviours (Aquino et al, 
1999). Coyne et al (2000) compared the Independence, Conscientious, Extroverson, 
Stability (ICES) Personality Inventory scores of self-declared victims and non-victims 
matched on organisational and personal criteria. They found that victims recorded 
higher levels of instability, anxiety and neuroticism than did their non-bullied 
counterparts.
There are problems associated with studies attempting to locate bullying in the 
personality of the victim. Mention has already been made of the possibility of 
pathologising victims through the suggestion that they attract such behaviour fi*om 
others, but also it is not possible to infer cause or effect fi-om a correlation. Thus it is 
not clear whether such personality profiles predict or reflect victim status.
Within the work setting, it is difficult to conceive of a practical design that would 
address this problem, which would seem to require a longitudinal study screening 
non-bullied individuals for the traits associated with victims and then monitoring 
them to see whether their personality is predictive of future victim status. There is 
also an ethical dilemma associated with seeking to identify personality types that
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‘attract’ bullying behaviour. Such research could result in victims being victimized 
twice: once by the actual bullies and once by companies using personality profiles as 
a defence against censure.
2.6.2 Perpetrators
There is relatively little research looking at bullying from the perpetrator’s 
perspective. The term bully has socially negative connotations, and there is evidence 
to suggest that negative events are more readily attributed to external causes than to 
internal failings (Hewstone & Fincham, 1996). As such the bully is more likely to see 
his/her self taking the role as a victim of circumstance, for example forced to bully in 
order to meet working targets.
Coyne, Smith-Lee Chong, Randall, & Seigne (2002) used a triangulation method 
(self-reported bullies, peers and victims) to identify bullies who were then subjected 
to the Prevue ICES Personality Inventory in order to look for common traits. 
Significant differences were found between perpetrators and controls on the 
dimensions of stability and social desirability, but the researchers themselves 
acknowledge that the small sample size for a questionnaire design (e.g. perpetrator 
group: self-peer reported perpetrators (N=7), se lf  reported perpetrators (N =ll) and 
self-reported bully-victim (N=28)) means that it is difficult to generalise the findings.
Rayner’s (1997) research suggests that, although men are far less likely to report 
being bullied by women, there is little difference in the incidence of bullying by male 
and female respondents. Bjorkqvist & Niemela (1992) question the findings of
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research reporting disparity between male and female involvement in bullying, 
pointing to the fact that too often such studies have focused on physical aggression 
thereby operationalising the concept in terms of masculine constructs.
It is very unlikely that organisations would grant access to bullies even if they could 
be identified, but even in such an eventuality it is doubtful whether the balance of 
knowledge gathered from this small subset of the population would outweigh that to 
be gained from a more general approach looking at the population as a whole.
2.6.3 Observers
The sensitive nature of the subject area makes bullying a difficult area of research. 
This coupled with the ethical and pragmatic dilemmas associated with research 
involving participants with victim or perpetrator status and the problems of 
generalising findings from such research point lead to the conclusion that exploring 
the phenomenon from the observer viewpoint is more likely to add to the 
understanding of what bullying in the workplace means to employees in general. With 
a few exceptions (e.g. Liefooghe & Olafsson, 1999), most of the research focussing 
on observations of bullying fails to address any forms of social influence predisposing 
the observer to perceive an action as bullying.
Despite the fact, for instance, that research in the associated fields of aggression (e.g. 
Jansen, Dassen & Moorer, 1997) and of sexual harassment (e.g. Baugh, 1997) suggest 
that women have heightened perceptions of such actions, there has been a very little 
research looking at social categorical influences, such as gender, on perceptions of
35
Chapter Two
bullying and an even smaller amount looking at personality or other influences that 
pre-dispose observers to perceive bullying.
Studies used to gauge the attitude to and level of bullying within organisations, i.e. 
climate studies, do record third party observations, but often this takes the form of 
asking whether the respondent has either been bullied or has witnessed incidents of 
bullying. Consideration should be given to the contribution to the knowledge base of 
data obtained in this way, especially where the questionnaire presents the respondent 
with a definition of bullying and / or a check list of ‘bullying’ activities because such 
an approach presumes that the respondent shares the same understanding of bullying 
as the researcher or that they respond in accordance with the researcher’s definition 
without reverting to their own notion of bullying. It is, of course, possible to ask the 
respondent to indicate whether they categorise particular actions as bullying but their 
presentation in single phrases such as ‘persistent criticism’ lack context. An 
additional problem associated with the observer focussed research is that some forms 
of bullying are covert or rarely witnessed, whilst other more overt incidents are likely 
to be seen by a number of bystanders: either could distort the findings.
Where postal questionnaire methods are used (e.g. Archer, 1999 return rate 19%; 
UNISON, 1997 return rate 15.22%) consideration should be given as to whether those 
with most interest in the subject are more likely to respond than are the disinterested, 
and whether this is likely to skew the results. This is especially relevant where the 
subject under investigation is of such a sensitive nature. Whereas any conclusions 
drawn from the results of research based on such low response rates can still provide 
valuable guidance they should nevertheless be treated with caution.
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2.6.4 The role of the organisation in perceptions of bullying
Research into the perpetrators and victims have given valuable insight into the 
phenomenon of bullying in the workplace, but research has tended to be directed at 
categories such as gender and personality traits (e.g. Coyne et al, 2002). There seems 
to be little research looking at external factors, such as social influence in the form of 
organisational expectation that might influence the perpetrator, victim and observer to 
perceive an action as bullying.
As mentioned in the previous chapter. Archer (1999) suggests that in organizations 
such as the fire service, behaviour designed to indoctrinate new arrivals into the group 
is defended as ‘team-building, character building and bonding’ with many members 
recognising and tolerating bullying necessary for cultural inclusion. An alternative 
explanation, which would be indicative of a deeper underlying problem for the study 
of bullying, is that of differently held culturally dependent understandings of the term. 
If the meaning of bullying, not just the level of tolerance, varies between groups the 
same behaviour could be anchored to notions of hard training or to bullying. In this 
way bullying and hard training could be seen not as quantitatively different locations 
at some point along a continuum, but as qualitatively different and separate entities. 
This could explain how activity, labelled as bullying in other spheres, is not regarded 
as such by insiders. Support for this notion is available from Court Martial evidence.
In July 1999 the Daily Telegraph reported the case of a young army recruit receiving 
a punishment from his instructors, whereby he was required to do press-ups with a bar 
of soap in his mouth and shaving foam on his head. The military hierarchy were 
obviously unhappy with this type of behaviour as they brought the case before a Court
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Martial. However, both the instructor and the recruit endorsed the behaviour: the 
recruit’s view of the punishment was that it was a part of the breaking in process. He 
told the Court: “I didn’t see anything wrong with it and I still don’t” (Martin, 1999). It 
is difficult to imagine another setting where such an interpretation would be put upon 
such negative action, but it does draw attention to the possibility that the notion of 
bullying is guided not only by the social norms and expectations of the group but of 
the shared representations of the meaning of bullying.
2.7 Conclusions
In this chapter past research into the phenomenon of bullying in the workplace has 
been reviewed. Issues relating to definitional, conceptual, and methodological 
problems associated with bullying have been described and the relative research 
advantages and disadvantages of recruiting participants from bullies, victims and 
observers considered.
The definitional problems associated with bullying suggest that it is a nebulous 
concept. It has been shown that as there are differences in the meanings of bullying it 
is likely that such meanings are socially constructed. However, it has been possible to 
locate a degree of consensus over certain components of bullying, from which two 
plausible explanatory devices, i.e. power, and the personal nature of the behaviour, 
and context, have been extracted as suitable for further research within the target 
population of this study. The definitional problem also implies that there may be 
group differences in the understanding of bullying, although there is little direct 
research into this proposition. It is thought that the inclusion of this component of
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bullying in the current study will provide a valuable addition to the general 
understanding of bullying.
In looking at populations and methods used by past researchers a number of ethical 
and methodological issues were discussed. The relative advantages and 
disadvantages associated with qualitative and quantitative designs were considered 
and the rationale developed for adopting a mixed-method in this study.
The practical and ethical problems in recruiting victims and bullies, and of having 
appropriate support mechanisms available in case of psychological or social distress, 
combined with the limited applicability of the findings to alternative populations do 
not recommend such an approach as suitable for this study. By contrast little attention 
has been paid to the social and organisational aspects that might pre-dispose observers 
to interpret the witnessed behaviour in a particular way. It is the aim of this research 
to address this issue with the expectation that an exploration of the interaction 
between the social milieu, organisational attitude and the behavioural components 
will provide a valuable insight into the perceptions of bullying. It is thought that such 
an approach would have important ramifications in the applied field where it could 
usefully inform organisational training and anti-bullying policy creation.
The following chapter will describe the culture of the police service and in so doing 
will explain why it might tolerate and even perpetuate a climate in which oppressive 
behaviour is normalised.
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Chapter Three
The culture of the police service
3.1 Introduction
This chapter will focus on the organisational and occupational culture of the police 
service, clarifying the difference between these two concepts and their impact on 
members of the service. In particular it will focus on the informal occupational 
culture of the police service: the way in which it has developed and why, when 
combined with the peculiar demands of policing, this could create an environment 
where it is acknowledged that “overt and covert racism still exists” (Her Majesty’s 
Inspectorate of Constabularies (HMIC), 1999: 5.1.5) and bullying might be 
particularly problematic, “ There’s a lost [sic] of bullying here. It really shakes your 
confidence” (HMIC, 2000a:7.14).
3.2 Organisational and occupational culture
Anthropology identified that the ideologies and behaviours of people fi*om different 
countries are culturally specific. However, since the 1980’s there has also been a 
growing interest in the notion that cultural influences exist within organisations with 
employees coming to share the system of meanings, understandings, values and 
beliefs of their company (e.g. Deal & Kennedy, 1982; Schein, 1985). In this way the 
culture of an organisation serves to reduce employee uncertainties by providing 
acceptable and accepted ways of expressing these ideologies (Trice & Beyer, 1993).
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Thus the influence of organisational culture is seen as operating from the top down, 
i.e. from management to workers. As such organisational culture does not reflect the 
formal stance of the organisation as represented by official documentation and policy: 
organisational culture is formulated through the actual behaviour condoned by the 
management. This contrasts with occupational culture where the source of such 
influence is seen as emanating from the front-line workers themselves (Paoline, 
2003). Both provide an explanation as to why individuals who deviate from cultural 
expectations can be seen as troublesome and may therefore become marginalized.
According to the Concise English Dictionary, culture is ‘the total of the inherited 
ideas, beliefs, values and knowledge which constitute the shared basis of action’. It 
encompasses ‘taken-for-granted’ emotionally charged beliefs guiding behaviour, and 
cultural forms, which are the overt expressions of those beliefs (Trice, 1993). Culture 
is seen as fulfilling the need to construct collective meanings in order to manage 
uncertainty and anxiety. These meanings may, and indeed do, change over time and 
space but they act as the guiding principles for members of a community. As such 
they can also have implications for non-members. For example in a service such as 
policing the way officers treat each other is seen as an important indicator as to the 
way they will interact with the public: “If officers treat each other in a fair and non- 
discriminatory way, this will manifest itself in an improved service to the public” 
(HMIC, 1999: 5.1.6).
Organisational culture might serve as a unifying mechanism, but Martin (1992) 
cautions that it should not be thought of as a stable objective reality but as fluid and 
dynamic changing between and within organisations. Her interpretation of
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organisational culture recognised that, even intra-organisationally, there is the 
potential for sub-cultures to exist: perhaps here referring to occupational cultural 
influences. Therefore, in looking at the culture of the police service, both of these 
aspects will be explored.
3.3 The characterisation of police culture
There has been a considerable body of research into the occupational culture of the 
police service (e.g. Fielding, 1988; Reiner, 1985, 2000; Waddington, 1999a) which 
has identifled the core elements as being “its sense of mission; the desire for action 
and excitement, especially the glorification of violence; an ‘Us/Them’ division of the 
social world with its in-group isolation and solidarity on one hand, and racist 
components on the other; its authoritarian conservatism; and its suspicion and 
cynicism, especially towards the law and legal procedures” (Waddington, 1999a: 
287). It is fiirther suggested that these occupational cultural elements are to be found 
in police organisations throughout the world, e.g. Britain, U.S.A. and Japan, despite 
major differences in national cultures (Waddington, 1999a), and possibly in the 
organisational cultures embedded within the occupational culture (Paoline, 2003).
It is argued that traces of the present can be located with the heroes and traditions of 
the past, and that to understand the present police culture it is necessary to consider it 
in its historical context. Seleti (1998, cited in Marks, 2000) asserts that police 
institutions retain and even maintain legacies of historical behaviour, which are 
revitalised through the ceremonial rituals such as passing out parades performed by
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each new generation of officers bonding the past and present through their shared 
memory.
The structure of the police service was based on a military model: hierarchical and 
disciplined and recruiting primarily from the blue-collar and working-class 
communities and as such associated with a form of masculinity that emphasises 
physical strength (Miller, 1977; Miller, Forest & Jurik, 1999). As such it retains 
traces of the military ethos reflected in the cultural forms of uniform, rank, drill and 
saluting and in the ideological focus on exclusivity, masculinity, desire for action and 
an exalted view of violence. Dunivin (1994) describes the traditional model of 
military culture as based on conservatism, masculinity, warrior status, exclusivity, 
homogeneity, hostility towards minorities, and separatism. The band of brothers 
represented in the thin red line of soldiers defending the country is replaced in 
policing terms by what Reiner (1992:112) describes as the thin blue line between 
anarchy and order.
It might be expected that modern-day police officers are far removed from their 
military inception and that they would be better represented in Reiner’s terms as 
‘citizens-in-uniform’ (Reiner, 1992:68). However, Scraton, Sim & Skidmore (1990) 
argue that the powers invested in the office (e.g. the use of the truncheon and firearms 
with restrictions) and armed and special powers status, mark a perceived return 
towards para-militarism.
Even in day-to-day policing where much of the work is both routine and tedious the 
myth persists of frequent high-speed chases and violent encounters with criminals
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(e.g. Smith & Gray, 1983; Fielding, 1994). In more recent research. Ford (2003) 
describes the role of ‘war stories’, which recount tales of heroic extreme, presenting 
images of policing removed from tedium and often contradicting official procedures. 
This emphasis on danger and violence strengthens the perceived importance of the 
cohesive informal occupational group and heightens the barriers to informal 
acceptance for anyone perceived as an ‘outsider’, and who, therefore, cannot be 
counted on to conform to the group norms (Martin, 1989). It also perpetuates the 
notion of the police service as a masculine culture, and one in which the denigration 
of women, an intolerance of homosexuality (Smith & Gray, 1983), and an expectation 
that members should be physically and mentally brave and reliable is normative. 
Blumenfeld (1992) noted that any suggestion of feminine traits such as gentleness or 
sensitivity encouraged colleagues to brand men as ‘sissies’ or ‘faggots’.
Bem’s (1974) Sex Role Inventory provides some additional explanation as to why the 
focus on masculinity is relevant to issues of bullying. Bem lists as typical and 
exclusively masculine traits, aggressiveness, assertiveness, forceftilness, willingness 
to take a stand, and willingness to take risks. Whilst the masculine trait of aggression 
has been directly linked to bullying (e.g. Batsche & Knoff, 1994; Einarsen & Raknes, 
1997; Zapf & Leymann, 1996), the association between masculinity and risk-taking 
has also been linked with attitudes confirming the importance of toughness and lack 
of feeling (Ainsworth, 1995) and contempt for the more “caring” aspects of police 
work (Stanley, 2002). Findings are also available that would suggest that continuous 
testing, even to excess, of member’s ability to tolerate teasing, ridicule and horseplay 
is a characteristic of male-dominated organisations (Brodsky, 1976; Collinson, 1988) 
and that this may lead to normalisation of intimidation or bullying behaviour
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(Workers’ Compensation Board of British Colombia, 1995). An over-emphasis on 
masculinity could therefore be seen as contributing towards a bullying environment.
There has been a considerable amount of interest in the ways in which the traditional 
culture of the service is reflected in the treatment of its officers. HMIC (2000a: 2.3) 
reporting on their discussions with officers and staff across a number of 
constabularies stated, “There was a general feeling that the Service lacked a cultural 
or managerial ethos on how to treat staff’. This finding has been supported by a 
recent study investigating resignations and transfers from ten constabularies, in which 
67% of the respondents reported that management behaviour and 53% that 
organisational culture had fallen below expectations during their probationary period 
(Cooper & Ingram, 2004). These figures rose to 75% and 60% respectively if the 
time-frame reflected the last six months’ service.
HMIC might have been referring to the organisational culture of the police service, 
but the traits of conservatism and authoritarianism forming part of the occupational 
culture have been linked to police officers’ reluctance to tolerate divergence from the 
norm in their own colleagues and society generally (Reiner, 1992). This might also 
lead to unfair treatment of those not conforming to expectations.
In addition to carrying out audits on individual constabularies, HMIC also carries out 
thematic investigations into subject matters of concern to the service generally. There 
have been no thematics addressing the issue of bullying per se, but there have been 
seven major reports on race and diversity issued by HMIC in the last ten years (Equal 
Opportunities within the Police Service, 1993 (HMIC, 1993); Developing Diversity in
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the Police Service, 1995 (HMIC, 2000a); Winning the Race -  Policing Plural 
Communities, 1997 (HMIC1997); Winning the Race Revisited, 1999 (HMIC, 1999); 
Policing London -  Winning Consent, 2000 (HMIC, 2000b); Winning the Race 
Embracing Diversity, 2001(HMIC, 2001a); and Diversity Matters, 2003 (HMIC, 
2003a).
It is argued that parallels can be drawn between the way the service treats minority 
groups and the way it treats officers on grounds of individual difference, and that the 
thematics focussing on diversity may therefore hold some relevance to bullying. It 
has also been noted that harassment on specific categorical grounds such as sex, race 
or religion, which may be mentioned in investigations into racism or sexism within 
the police service, can equally be regarded as manifestations of bullying (Bjorkqvist, 
Osterman & Hjelt-Back, 1994). However, unlike generic bullying these specific 
forms of harassment are subject to anti-discrimination legislation such as the Sex 
Discrimination Act 1975, the Employment Equality (Sexual Orientation) Regulations, 
2003, and the Race Relations (Amendment) Act 2000.
The number of thematic investigations into issues of tolerance and diversity has 
increased in the wake of the Stephen Lawrence Inquiry (McPherson, 1999), which 
again raised awareness of issues of racism within the police service. These have 
highlighted the difficulties encountered by black officers trying to integrate into a 
predominantly white police service, and on the ways in which this impacts on the 
interactions of the police with a multi-cultural public. For example in their report 
‘Winning the Race -  Revisited’ (HMIC, 1999:9) HMIC note that “A minority of 
officers and some civilian staff still exhibit inappropriate racist language and
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behaviour with and towards colleagues. It stretches credibility to accept that the use 
of such language or behaviour does not surface in their dealings with the public.”
HMIC in their report Diversity Matters (2003a; 3.46) concluded that some sections of 
“the force/organisation did not seek to embrace or deliver change” in respect to 
diversity amongst officers. If the acceptability of recruits or probationers is based on a 
favourable comparison with the existing proto-typical service member then any 
person who does not conform to the ‘white, working-class male’ may be seen as 
unacceptable. Furthermore if acceptability to the current service members is confused 
with suitability to the police service then these same officers might be subjected to 
those informal practices designed to discourage ‘unsuitable’ or ‘unreliable’ 
probationers (Fielding, 1988). According to Fielding these activities are considered 
justified by experienced officers, who seek to maintain the coherence and integrity of 
the service. As such they may be explained in terms of the core cultural component 
of conservatism.
Women officers may be similarly discriminated against. ‘The Gender Agenda’ 
(British Association of Women Police, 2000) was developed to address the issues 
affecting the ability of women officers being able to reach their true potential and to 
challenge inappropriate and gender-biased testing. In so doing it recognised that the 
traditional masculine culture of the police service may create an environment that is 
unfavourable to women. This would seem to be supported by findings that there is an 
imbalance of women officers across the rank structure and the specialisms of the 
service (HMIC, 2000a; 7.6). In that testing procedures and promotional boards are 
determined at higher levels it might be supposed that these reflect the organisational
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culture of the police service. As such the message as to the equality of women 
officers might be perceived as ambivalent. McNeill (1996: 5) argues that until the 
overall composition of the police service is changed dramatically women will never 
be totally accepted because they belong to the one of the ‘out-groups’ in an 
environment where the ‘in-group’ is ‘white, Anglo-Saxon, and male’.
It is not only members of obvious minorities such as blacks, women and gays who 
might be perceived as different from the mainstream. There are cultural similarities, 
e.g. ranks, discipline and uniform, between the fire service and the police service, so 
that lessons learned in one may be applicable to the other. In looking at bullying 
within the fire service Archer (1999) reported on the arbitrariness of individual 
differences, or ‘otherness’, resulting in bullying, these included: not liking football, 
not wishing to go to the pub every day, possessing a university degree, being young, 
being female and being black.
McNeill (1996) notes that the cult of masculinity encourages the drinking of alcohol 
and other behaviours serving as signs of manliness. Archer’s (1999) findings 
regarding the bullying of individuals not wishing to join in such activities, resonate in 
McNeill’s work which features quotes from officers, such as:
“New people come in, they find  out quickly that this is the way 
you’ve got to be: you've got to slag o ff your wife, you ’ve got to slag 
o ff women, you ’ve got to talk about sex, and i f  you don’t there’s 
something wrong with you and you won’t f i t  in. And the people who 
don’t join in are seen as outcasts, and I  guess, effeminate for the 
guys, maybe, or just not good police officers. ” (McNeill, 1996:4).
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The notion of otherness or separateness when applied inter-organisationally is not 
unique to the police service. Indeed it is a well-documented aspect of group process 
underpinning social psychological theories such as Social Identity Theory (Taj tel, 
1981). It does, however, have particular ramifications within the police setting when 
it is applied intra-organisationally. It has been pointed out that individuals not 
matching the social prototype may face artificial problems that make it extremely 
difficult for them to perform successfully in their work (Miller et al, 1999). Officers 
seen to be different in anv wav from their colleagues are also at risk of becoming 
marginalized and losing the support of fellow officers. This form of isolation, which 
may be regarded as bullying (e.g. Einarsen, 2000; Leymann, 1989) can also result in 
psychological stress. As collegiate support has been shown to serve an important 
function in mitigating the effects of stress on police officers (Brown & Campbell, 
1994), it might be expected that the stress associated with social isolation would be 
compounded by the withdrawal of such support.
Ainsworth, (1995: 148) reports that in a study of the training priorities of law 
enforcement agencies in America the ability to handle personal stress headed the list. 
This therefore represents something of a ‘Catch 22’ situation for a bullied officer: in 
order to stay in the service and stop the bullying (s)he would need to complain, but if 
(s)he was ideal officer material (s)he would not be isolated and would have the 
support of colleagues and would be able to withstand bullying and would not need to 
complain, in complaining (s)he might be seen as not being able to handle personal 
stress and therefore not ideal officer material. At the same time from the perspective 
of the bully the victim’s act of complaining confirms their unsuitability for the job 
and justifies the bullying.
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This association between otherness and bullying is a problem recognised by the 
service. For example the report ‘Diversity Matters’ (HMIC, 2003a) which addressed 
the need for the service to accept and appreciate officers from different backgrounds 
and with different skills, attitudes and experiences expressed the need for a “working 
environment free from any unfair practice, bullying, prejudice and discrimination, in 
order to underpin their retention and to enable them to develop to their full potential.” 
(HMIC, 2003a: 1.10).
Prenzler (1997) explains how the division of the social world into ‘us and them’ lead 
police officers to experience a sense of isolation from the public, and how this 
coupled with cynicism of the law results in shared feelings of solidarity within the 
service. This may be considered as unsurprising given the dependence upon fellow 
officers in both the working and social environment: shared histories, shared 
challenges and shared fates. However, this system, which encourages an esprit de 
corps, and as such is good for morale and efficiency (Hain, 1979), can also have 
negative repercussions for outsiders or even insiders seen as different in some way 
from the norm or seeking to question the activities of other group members.
Examples have already been given as to the way in which this ‘us/them’ division may 
extend internally within the police service such that officers perceived in any way as 
‘other’ may be excluded from this solidarity. Research has also shown that an adverse 
effect of group solidarity is manifested in the covering up of officers’ mistakes 
(Holdaway, 1983) and a reluctance to co-operate with investigations into misconduct
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(e.g. Stoddard, 1968; Westley, 1970). Goldsmith (1990) draws attention to the 
reciprocity of solidarity:
“In an environment perceived as hostile and unpredictable 
the police culture offers its members reassurance that the 
other officers will pull their weight in police work, that they 
will defend, back up and assist their colleagues when 
confronted with external threats and that they will maintain 
secrecy in the face o f  external investigations. In return for  
loyalty and solidarity members o f  the police culture enjoy 
considerable individual autonomy to get on with the job. ” 
(Goldsmith, 1990: 93)
The notion of solidarity with its associated code of silence would also help to explain 
the reluctance of victims and witnesses of bullying to report such incidents to senior 
officers. A similar effect has been recorded on the other side of the forensic divide 
where the presence of a code of silence in the inmate subculture of prisons leads to 
the expectation that prisoners should not inform on fellow inmates. Individuals who 
report bullying are not only likely to be ostracised but their action is taken as 
justification for further bullying (Ireland, 2000).
HMIC recorded levels of formal complaints resulting in grievance procedures are 
low. In the HMIC (2000a: 9.2) equal opportunities thematic report ‘Developing 
Diversity in the Police Service’ a quote from a male constable interviewed during the 
process serves to illustrate the problem as reflected in the low usage of the grievance 
procedure, “I felt if I raised a grievance it would ruin my career”.
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3.4 The role of training and socialisation
Moreland & Levine (1989) suggest that newcomers to a group adopt the role of “new 
member” displaying greater actual (or seeming) anxiety, passivity, dependence and 
conformity than established group members, and in so doing facilitate their own 
socialisation.
The culture of the police service is inculcated through the initial training process (“the 
planned efforts of the organisation to transform recruits into novice members” 
Fielding, 1988: 1) and consolidated through informal socialisation occurring in 
contact with existing members (Fielding, 1988). In essence socialisation represents 
the process of identity transformation (Fielding, 1988).
As the service operates as a closed system all of the basic, and much of the specialist 
training, is carried out in-house by personnel who will themselves have undergone a 
similar exercise in previous years reflecting the assumption that “he [sic] who has 
been accustomed to submit to discipline will be considered best qualified to 
command” (Miller, 1977:40). This coupled with the policy of promoting from within 
serves to ensure continuity and cultural knowledge but it also encourages insularity 
and weakens ties with the outside world.
According to Trice & Beyer (1993) the socialisation process shapes individuals to fit 
within and continue the prevailing social order by imparting the knowledge to new 
members of how to think and behave to conform to the needs of the social group. 
This would seem to be supported by Berg (1990) who noted that training was so 
structured as to limit individual initiative thereby increasing individual levels of
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insecurity and uncertainty and exposing recruits to the effects of peer pressure and 
group norming.
The training of new police recruits includes a twelve-week residential course at a 
dedicated centre removing them from familial and familiar surroundings and 
immersing them in both the formal and informal rules of police conduct. During their 
time at the training centre it has been noted that in addition to the formal lessons of 
policing covering issues such as procedures, policies and practices elaborated through 
Force Orders, the attention to smartness and the emphasis on adherence to discipline 
teach the recruits the importance of compliance within the organisation (Fielding, 
1988).
This same training and socialisation process also exposes recruits to an unwritten 
agenda on the informal rules of policing such as the code of silence and loyalty to 
fellow officers. There is some evidence to suggest that at least a proportion of this 
informal cultural knowledge is at odds with the stated organisational ideology. An 
extreme example would be the anti-social behaviour noted at Hendon Police Training 
Academy (Marzouk, 2004) where Commander Stephen Allen of the Metropolitan 
Police Diversity Directorate, confirmed a problem with racism and bullying within 
the centre, but other examples also exist. For instance Prokos & Padavic (2002) noted 
that, although the service specifically embraces gender equality so that both the 
student policy manual and the explicit programme are scrupulously gender-neutral, 
recruits receive oblique instruction inflating the role of masculinity in the service and 
denigrating women. Their study makes two important contributions to the 
understanding of why police culture might foster bullying: a) it draws the distinction
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between the formal and informal line, and b) it lends support to Waddington’s 
(1999a) assertion that masculinity is one of the core elements of the culture. As such 
it also provides a possible explanation as to why bullying could represent a recurring 
problem within the service.
Mention has already been made of the rites designed to put under pressure 
probationers who may prove to be unreliable colleagues (Fielding, 1988). Similar 
activity has been recorded in the construction industry where work teams were seen 
to use teasing and ridicule to push new apprentices to the limit as a means of testing 
their ability to surmount their difficult working conditions (Riemer, 1979). In this 
way psychological stressors are used as informal tools testing the resilience of recruits 
in terms of masculine traits. Supposedly this is to ensure their suitability for the job, 
but in the process this also serves to signal and perpetuate the culture of masculinity.
It might be argued that, as initiation processes are a time-limited rite of passage 
experienced by all recruits to the organisation, they are qualitatively different to 
bullying and that as such their study contributes little to the understanding of the 
bullying phenomenon. The counter-arguments are that a) initiation rites are an 
example of informally socially sanctioned behaviour of an aggressive, oppressive or 
exclusory nature conforming to those indicated in the bullying literature; b) as such 
they are likely to be experienced as bullying by at least some of the recipients; and c) 
that this process might set a pattern for behaviour against which subsequent intra- 
organisational inter-personal behaviour is measured. In other words barracking, 
teasing and ridiculing might be seen as the cultural norm.
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Within the police setting, practices testing the resilience of recruits have been 
defended on the grounds that “whatever the police organization dishes out the public 
can exceed” (Fielding, 1988:68). This suggests a perception of the public as hostile 
thereby validating the need for ‘strong’ officers. As such it also emphasises the 
perceived divide between the police and the public (‘us/them’).
As Fielding’s (1988) research was carried out some time ago it might be hoped that 
this attitude has changed, but more recent research in the Fire Service, which is 
comparable in many ways to the Police Service has highlighted similar activities 
(Archer, 1999).
The informal education of a police officer that runs in parallel with the formal 
component taught in training school is continued in the police community through the 
socialisation process. Early patrol experience is often gained in the company of tutor 
constables (TCs) who impart valuable knowledge on the practicalities of policing, 
some of which may well diverge from approved procedures (Fielding, 1988). For 
instance Smith & Gray (1983) describe how newcomers may be exposed to minor 
infringements of organisational policy as a test of their reliability and solidarity with 
the group. Newcomers acquiescing with the group might be acting in such a way in 
order to avoid conflict whilst at the same time retaining their previous attitude, i.e. 
compliance without internalisation, or their actions might indicate a change in their 
attitudes at a deeper and more permanent level, i.e. internalisation of the cultural 
values. Socialisation provides the means by which recruits absorb and are absorbed 
into the culture, although there is some debate as to the degree to which this is
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effective (Fielding, 1988) and as to whether these processes occur throughout the 
service or only within segments of the police ranks (Cochran & Bromley, 2003).
By this stage the recruits have been separated from their traditional support network 
of family and friends and have been physically and socially relocated so that their 
separation extends beyond the work and training environment. Cain (1973) points out 
that the role of police officer sets individuals apart from society and that it is difficult 
for them to manage non-police relationships which might be compromised by the 
requirements of the job or which, according to Stanley (2002), might compromise 
their job. This leads them to develop off-duty friendship networks with fellow 
officers thereby strengthening their bonds with the police and isolating them still 
further from their communities and even f^nilies. With so much overlap between the 
social and professional network there is a strong motivation for officers to understand 
and to adhere to the police occupational culture. This is reflected in Fielding’s 
(1988:190) observation that “probationers might go along with expressions of racial 
prejudice in order to ‘fit in’ with occupational culture”: the same could be said of 
bullying.
Through this process of training and socialisation officers become bonded together, 
sharing views of the world, social ties and commitment. The cultural group becomes 
a reference group for its members who look to each other for emotional support and 
confirmation of the meanings they ascribe to events. Members thereby develop an 
awareness of their own and others’ position and identity in terms of the cognitive, 
emotional and social framework provided by their cultural beliefs and practices (Trice 
& Beyer, 1993). A change of social group with a different culture or sub-culture will
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result in a change of self-image. Sub-cultures may arise when members develop 
competing ideologies regarding for example the nature of the work the choice of 
appropriate techniques the correct stance toward outsiders or the best way to treat 
people (Van Maanen & Barley, 1985). In an organisation such as the police service, 
where officers may make vertical and horizontal moves for instance to a higher rank 
or a different department with particular requirements the possibility of sub-cultural 
differences needs to be considered.
3.5 Evidence for sub-cultures in the police service
The core elements of the culture of policing might be universal but there is “a 
growing body of knowledge on the police that highlights cultural segmentation over 
homogeneity” (Paoline, 2003: 206).
Research has identified cultural differences associated with the various management 
roles of policing. However, the findings depend upon the way in which these roles are 
defined. For instance Reuss-Ianni & lanni (1983) noted that differences could be 
identified between so-called ‘street cop culture’ and ‘management cop culture’. In 
such a cultural division the behavioural norm is more likely to be determined by the 
numerically superior group, i.e. the street cops, who also paradoxically have more 
discretionary powers than their superiors. As such it would be expected that in terms 
of categorising bullying, the management contingent would be more influenced by 
organisational culture and therefore closely aligned to policy definitions of bullying, 
whereas the ‘street cops’ would be more influenced by the occupational culture and 
therefore more likely to base their assessment on the behavioural norm.
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Manning (1993) identified a different set of subcultures of policing within the service 
reflecting command, middle-management and lower participants. The HMIC 
Inspection Report of Dyfed-Powys Police (HMIC, 2001c: 3.10), which recorded that 
middle managers developed a culture of bullying through their emphasis upon 
performance at the expense of working relationships, suggests that such a cultural 
divide may be relevant to the present study. Wortley & Homel, (1995) note 
differences in regional or station management reflecting the prevailing local 
conditions. It is possible to explain these differences in terms of Sackman’s (1992) 
‘axiomatic knowledge’, which describes knowledge in the form of those guiding 
principles held by management not necessarily shared or even communicated across 
all organisational levels.
Given that Trice & Beyer (1993) suggest that subcultures are more likely to be 
realised under conditions of collective socialisation, high task interdependencies and 
physical proximity between individuals, it is not surprising that support has also been 
forthcoming for the existence of sub-cultures founded on departmental membership. 
Manning’s (1980) work on the drug squad suggests that the departure from the 
normal police environment leads to a change in officer’s interpretative apparatus, and 
Skolnick & Fyfe (1993) in trying to explain the beating by Los Angeles Police 
Department officers of Rodney King in 1991 attributed police over-zealousness in the 
use of violence to the peculiar demands and distinctive cultures of certain police 
departments. The links have already been drawn between masculinity and bullying, 
so it would be anticipated that there would be differences in perceptions of bullying 
between departments, depending on their relative emphasis on a ‘macho’ culture.
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A logically extension of the findings of the research demonstrating sub-cultural 
influences in particular departments would be that there is a widespread network of 
department-specific cultures, reflecting differences in their operational roles and 
missions (service or law enforcement).
Apart from differences between management levels and departments, sub-cultural 
influences have also been found in a number of other areas of policing, for instance 
between officers serving in community policing and their counterparts serving in 
traditional roles (Fielding, 1995) and between officers serving in urban and rural 
settings (Websdale & Johnson, 1997) with those in the urban community showing a 
higher degree of detachment than their rural counterparts, and therefore being more 
likely to share the notions of bullying with their colleagues.
3.6 Anti-bullying policies
It should not be presumed that the culture to which an organisation aspires as might 
be indicated in various work policies and declared values, is an accurate reflection of 
the organisation’s cultural reality as measured by managerial attention and rewarded 
behaviour (Hagberg & Heifetz, 2000). Fielding (1989) draws attention to the analytic 
distinction to be made between formal and informal aspects of organisation. The fact 
that formal models do not square with what members actually do has led to 
descriptions of the informal organisation as a patchwork of unofficial work practices 
and norms. The problem that this difference represents was acknowledged in the 
Stephen Lawrence Inquiry Report :
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“I  think that the problem is not one o f  individual predisposition to 
wrongdoing but o f structure, or what I  have earlier called cultural 
failure. The culture o f  the police and some procedures in the criminal 
justice system actually make it totally improbable that all police officers 
will behave as the system lays down that they should. ” (MacPherson, 
1999: 6.61)
Hoel (1999) points to the importance of developing bespoke policy documents, 
reflecting cultural and organisational factors. This he suggests reduces the risk that 
employees will perceive the document as ‘window dressing’.
Adams (1992b) drew attention to the gap between the way in which organisations 
describe their management and what they actually do in practice, and how this might 
have implications for bullying within the organisation. The publication of anti- 
bullying and / or diversity policies are ideals which might suggest to the outside 
world that the organisation has an ethos of fairness in the workplace, but if  bullying 
behaviour goes unchallenged and managers experienced as bullies receive acclaim for 
meeting targets irrespective of the means by which these are accomplished, internally 
it is probable that staff will perceive a culture which tolerates, condones or even 
encourages bullying. Bruhn (2001) points out that when an organisation fails to 
match words and deeds, members become cynical and mistrust its integrity and ethos. 
Thus cynicism, which was listed as a core component of the occupational police 
culture (Waddington, 1999a), is the public signal that the members no longer perceive 
congruence between the words and action of the organization (Reiser, 1994).
Since the HMIC thematics on diversity, constabularies have been under pressure to 
develop formal policies outlining a positive attitude towards diversity, equal
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opportunities and training. During inspections the HMIC review such policies in 
addition to questioning the rank and file to assess the extent of awareness, e.g. 
“Despite real achievements in development of policies and procedures, the latest 
inspection indicated that uncertainty remains (HMIC, 2000a. 2.5).
3.7 Survey of constabularies’ anti-bullying policies and grievance figures
In April, 2003 an e-mail / postal survey was conducted of all constabularies 
countrywide (45 UK constabularies + Police Service of Northern Ireland), requesting 
details of any anti-bullying policies together with available figures on bullying 
grievances recorded over the last three years (see Appendix 2 for copy of letter). 
Assurance was given that grievance figures and policy information would not be 
attributable.
Of twenty-eight constabularies responding (60.87% response rate) one had a policy 
not to take part in such research, one was not willing to take part, five had no specific 
document addressing bullying of officers per se, and one had such documentation as a 
‘work in progress’ (see Table 3.1). There were noticeable differences in the 
comprehensiveness of approach, with the most thorough (Constabulary 1) describing 
the phenomenon, giving guidance both for those considering making a complaint and 
for members of staff dealing with such complaints, advising on confidentiality, 
representation, time limits, formal and informal complaints procedures, providing 
sources of advice and counselling services, and giving a flow chart of the pathway of 
grievance procedures.
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Table 3.1: survey of constabularies: Recorded bullying grievances and availability of Anti-Bullying
Policy documents
Constabulary Anti-bully
Policy
Bullying figures Additional Comments
1 Yes 2002/2003 = 7 Policy, guidance, flow-chart of grievance procedure
2 Yes Jan-Dee 00 = 2 
4/00-3/01 = 2 
4/01-3/02 = 2 
4/02-3/03 = 6
Policy part of Dignity at Work 
First contact system
3 Not willing to take part
4 Yes Formal = 5 
T* contact=61
Policy, guidance, first contact system
5 No Not available No specific policy
6 Yes 2000 =2
2001 =3
2002 =4
Part of Equal Opportunities Policy
7 No Not available No specific policy, no separate bullying figures
8 Yes Not available Harassment & Bullying in the W or^lace
9 Yes No recorded cases
10 No No policy
In-house survey: 26% of officers bullied last 5 years
11 Not available Working on policy
12 Yes 4 cases over 3 years Part of Equal Opportunities policy
13 Policy not to take part in research
14 Yes 2000/01=5
2001/02=18
2002/3=7
Part of Equal Opportunities policy
15 Yes No figures given Bullying & Harassment Code of Conduct
16 Yes 18 formal complaints 
over last three years
Policy part of Dignity at Work
17 No 2001=13 
2002 = 26 
Jan-May ‘03=4
No policy
18 Yes Not available Part of Equal Opportunities policy
19 Yes Not prepared to give 
figures
20 Yes In house buUy survey 2001/2002 
14%males bullied; 18% females
21 Yes 2000=0 
2001=3m, 2f 
2002=2m, 4f
Part of Equality & Diversity Policy
22 Yes 2 in last 2 years No policy sent
23 No Not available Not able to give figures
24
25
26
27
28
Yes
Yes
Yes
Yes
Yes
2000/2001=24 
2001/2002=7 
2002/2003=7 
Not available 
Not available
Grievance figures: 
2001/2002=14 
2002/2003=17 
2000- 1=6 
2001- 2=10 
2002-3=5
Part of Harassment Policy
Part of Respect in Workplace Policy 
Part of Dignity at Work policy
Harassment & Bullying at Work Policy 
Bullying & Harassment Policy
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The timbre of all the policies received was clear: “Bullying and harassment will not 
be tolerated or condoned” (Constabulary 8); “Bullying is a disciplinary offence and in 
any form, for whatever reason, will not be tolerated” (Constabulary 12); “No form of 
bullying or harassment will be tolerated” (Constabulary 19); “Bullying of a physical 
or mental nature, whether or not amounting to sexual or religious harassment will not 
be tolerated” (Constabulary 24).
Where mentioned, the main responsibility for carrying out the policy was variously 
vested in: “all line managers” (Constabulary 12); “managers and supervisors” 
(Constabulary 6), and “all members of the Service” (Constabulary 18). Complainants 
were advised that the issue could be dealt with formally or informally. The informal 
approach suggested that they should attempt to stop or resolve the bullying issue at an 
early stage either personally or with help from their supervisor or some form of first 
contact advisor. If this failed, or if they preferred they were advised that they could 
opt for the formal procedure although once a complainant embarked on this route the 
constabularies reserved the right to progress any complaint to a higher, i.e. 
disciplinary, level, irrespective of the wishes of the complainant, if  this was 
considered appropriate.
Many constabularies (e.g. Constabulary 2, 12, 15, 18) issue details of support bodies 
such as the Police Federation, Black Police Association, Equal Opportunities 
Commission etc., alongside their policy documents.
Statements such as the “transfer of a member of staff who originates an issue... 
should only be considered where it is requested, with care taken to ensure the move is
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voluntary and is what the originator really wants” (Constabulary 1), and that “The 
transfer of an aggrieved person or the person complained of should not be resorted to 
simply to resolve a grievance or disciplinary action.... In any such case the reasons 
for the move must be thoroughly investigated and recorded to ensure that the reasons 
for the move will not be misconstrued as discreditable...” (Constabulary 18), 
acknowledge that the relocation of parties involved in bullying might be perceived as 
additional victimisation.
Not all constabularies provide a definition of bullying in their policies. Where the 
anti-bullying policy is incorporated with ‘Dignity at Work’ guidance the emphasis 
may be placed upon how individuals should behave rather than on how they should 
not behave, e.g. “All staff have a responsibility as individuals to challenge 
inappropriate or bullying language or behaviour” (Constabulary 16). Where 
definitions do exist, there is a considerable amount of consensus as to which 
behaviours constitute bullying, for example:
Constabulary 1: “Bullying can be defined as persistent 
offensive, abusive, intimidatins, malicious or insulting 
behaviour, abuse o f  power or unfair penal sanctions which 
makes the recipient feel upset, threatened, humiliated or 
vulnerable which undermines their self confidence and which 
may cause them to suffer stress. ”
Constabulary 8: “[bullying is] and abuse or a misuse o f  yower 
or position by one or more colleagues towards another or 
others which intimidates, oppresses or adversely affects the 
recipients dignity or selfesteem. Abusive conduct may include 
behaviour that is offensive, intimidating, malicious, insulting 
or humiliating. ”
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Constabulary 15: “Bullying can be defined as offensive  ^
intimidatins, malicious, insulting or humiliating behaviour. It 
can also be abuse o f  power or authority which attempts to 
undermine an individual or group and which may cause them 
to suffer stress, interferes with job performance, undermines 
job security or creates a threatening or otherwise unpleasant 
work environment. Bullying can happen to anyone. ”
Constabulary 19: “Bullying consists o f  offensive, abusive, 
intimidating, malicious or insulting behaviour, abuse o f power 
or unfair sanctions which make the victim feel upset 
threatened, humiliated or vulnerable. This can undermine self 
confidence cause stress and may affect health. ”
Constabulary 28: “[Bullying is] an abuse or a misuse o f  power 
or status by one colleague towards another or more colleagues 
which intimidates, oppresses or adversely affects the recipients 
dignity and selfesteem. "
Research by Miller et al (1999) issues a caution to constabularies assuming that the 
adoption of a zero tolerance policy to bullying will improve the situation. They posit 
that, although this action might be seen as giving victims a means by which to 
challenge bullying behaviour, it also increases the profile of the bullied who become 
subjected to enhanced scrutiny. It also affords the socially dominant group the 
opportunity to establish barriers between themselves and the bullied minority through 
processes such as exclusion.
The thirteen constabularies giving actual figures regarding bullying suggest an 
average of 5.97 (range 0-26) formal complaints about bullying per constabulary per 
year. This figure contrasts with in-house surveys carried out by Constabularies 10 and 
20, which record bullying rates of between 16 and 26%, although the figures for 
Constabulary 10 represent a five-year time period.
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3.8 Bullying in the police service
In the HMIC (2000a: 9.2) equal opportunities thematic report ‘Developing Diversity 
in the Police Service’ it was acknowledged that the number of formal complaints was 
low. However, HMIC inspection reports of individual constabularies do suggest that 
there are problem areas, for example:
“...members are losing confidence in the procedures to deal with bullying 
and harassment (most jrequently -  pressurising to get work done).’' 
(HMIC, 2000c: 4.40)
an examination o f  grievances during 1999/2000 showed that o f  the 24 
made, 50% related to bullying in the workplace. ” (HMIC, 2001b: 6.20)
“A concern that was brought to the attention o f  Her Majesty’s Inspector 
on a number o f occasions and by a range o f  staff related to the presence 
o f  a bullying culture in some parts o f  the organisation. ” (HMIC, 2001c: 
3.10)
the focus o f  most grievances is bullying and harassment rather than 
policy issues. ” (HMIC, 2003b: 111)
“Her Majesty’s Inspector was disappointed to hear evidence Jrom 
individuals within the Force that there may be instances o f  an 
unacceptable tolerance o f  bullying, racist or sexist behaviour. ” (HMIC, 
2003c: 2.39)
In common with other types of organisation defensive of their public relations 
position (Rayner & Cooper, 1997), many constabularies are unwilling or unable to 
divulge figures relating to internal complaints. Although the 5.97 yearly average for 
bullying complaints per constabulary obtained in the survey described in the previous 
section (Section 3.7) does not include cases dealt with informally, it is smaller than 
the empirical findings of external researchers would suggest. Research by Cooper & 
Ingram (2004) might provide an explanation for the difference in a reluctance to
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complain about such behaviour. In their exit study of police officers they noted that 
whereas only eight per cent of respondents spontaneously said that bullying and/or 
discrimination was an important factor in their decision to leave, when asked directly 
this figure increased to nearly one-third (31%).
It is also possible that the low reporting of bullying could reflect the findings of the 
Cultural Audit Report published on the Internet by South Yorkshire Police (2002), 
which reported that subtle forms of harassment were not recognised as such by 
respondents (4.5.5: 8). They also reported uncertainty about the support for people 
reporting inappropriate behaviour (4.5.5: 9) and uncertainty about dealing with 
bullying and harassment in the workplace. This was accompanied by a negative 
counter-perception of anti-bullying procedures with some respondents expressing the 
opinion that the service had become too politically correct and accusations by some 
male officers of the organisation, “wrapping people in cotton wool” (4.5.6).
In a survey of bullying in the workplace conducted by Hoel & Cooper (2000b), 12% 
of all the police service respondents claimed that they had been bullied in the 
previous six months. This figure increased to 29% when the period was extended to 
the previous five years, with 45% of respondents reporting that they had witnessed 
bullying in the same time frame. These figures place the police service in the top five 
occupations at risk of bullying.
In the same year Rayner carried out a survey on behalf of UNISON of police support 
staff members. Results revealed 21% of respondents who reported that they were
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currently being bullied. This, coupled with the fact that 39% of all respondents 
attributed bullying to the Police Service culture, prompted UNISON to state:
“In UNISON’S view the results show that bullying has become part o f  
the management culture o f many police forces, and it is often being 
allowed to happen and carry on unchecked. The survey clearly 
demonstrates that bullies can get away with it and that this goes 
unchecked because workers are scared to report it” (Rayner, 2000:5)
Rayner (2000) clearly locates the problem of bullying in the organisational culture of 
the police service and in the lack of confidence in the formal complaints procedure. 
An alternative explanation is not that officers are scared to report bullying but that 
there is an incongruity between the constructs of masculinity and bullying, such that it 
is difficult for officers to see themselves in the role of victim. In their exposition on 
the failure of victimology to address issues of victim status and masculinity Newbum 
& Stanko (1994) posit that the label of victim is built on the premise that it applies to 
the relatively powerless, and that victims are characterised as helpless and vulnerable. 
The stereotypical hegemonic masculinity, as reflected in the ideology of the informal 
police culture portraying men as powerful, controlling and invulnerable could explain 
officers’ unwillingness to talk about or admit ‘weakness’, as would be inferred in 
complaints about bullying.
3.9 Conclusion
This chapter reported on the culture of the police service. The core elements were 
described together with an explanation as to how these might lead to harassing or 
bullying behaviour. However, even with the limited amount of research reported here
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for illustrative purposes, it is apparent that the police service is not a monolithic 
organisation with a single perspective. Sub-cultural influences have been located 
across the range of vertical (hierarchical) groupings such as management structures, 
and horizontal (equal power) groupings such as departments and community contexts. 
This raises the possibility that there will be differences in the degree to which they 
reflect the core elements of the culture of the police service generically.
One way of looking anew at this issue is to examine the way in which the 
occupational culture influences the social construction of the meanings associated 
with bullying that have been negotiated through the rhetoric and interaction that form 
commonly accepted situations. In this way it should be possible to show how police 
officers share, to varying degrees, the substance and form of police culture holding 
common ideologies on acceptable behaviour formed through collective experience 
and social interaction. By looking at the strength of associations between the social 
representations and personal perception of bullying it should also be possible to 
identify any dominant group influences.
The previous chapter reviewed the body of literature into bullying, drawing attention 
to some of the definitional and methodological difficulties associated with research 
into the phenomenon. This chapter has illustrated the links between the informal 
culture of the police service and possible causes and justification of bullying, thereby 
locating the need for research within this specific context.
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Chapter Four
Theoretical bases and study framework
4.1 Introduction
The conclusion drawn from chapter two, which discussed research addressing the 
constructs and behaviours that constitute bullying in the workplace, was that 
definitions are problematic. Chapter three outlined the reasons why the culture of the 
police service creates an environment that is particularly prone to bullying.
The position adopted by this thesis is based on the proposition that the representations 
of bullying are socially constructed. As such bullying is neither an inherent 
characteristic of behaviour, nor can it be explained solely by individual differences. It 
will be argued that its meaning is produced and transmitted within the group / 
organisation and that ‘social knowledge’ of bullying is acquired through this process. 
The thesis will focus on the way in which individuals’ perceptions of themselves in 
relation to the organisation will impact upon the degree to which they share the 
organisation’s construction of bullying.
This chapter discusses possible conceptualisations of the influence of the group on 
personal perceptions of bullying, and presents the theoretical framework within which 
this research was conducted. Attention is given to the content and process of social 
knowledge relating to bullying, and the way in which this can be usefully 
conceptualised in terms of Social Representations Theory (SRT) (Moscovici, 1961,
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1984) and Social Identity Theory (SIT) (Tajfel & Turner, 1986). It is noted that in the 
past SRT has been criticised on the basis that it lacks predictive power in that it is 
difficult to specify different categories or sub-groups within a population 
independently of the representations they hold (e.g. Fraser, 1994; Puddifoot, 1997). 
Social representations are seen as intertwined with identity (e.g. Jovchelovitch, 1996) 
and as having an identity protective ftinction (Joffe, 1996), i.e. social representations 
are constructed in terms that reflect favourably on the in-group.
In this thesis ‘group’ is not used to suggest a unit resulting from a strict partitioning of 
the social world into “discrete, mutually exclusive, exhaustive and homogeneous 
categories” where “ ...all members share the same basic properties, which become the 
“essence” of the group” (Lorenzi-Cioldi, 2001: 222). Rather the term is used to 
suggest “proto-typicality”, with modal or salient attributes determining group 
inclusion. Such proto-typicality “maximise similarities within and differences 
between groups and thus define groups as distinct entities” (Hogg & Terry, 2001:5).
Social Identity Theory (SIT) (Tajfel & Turner, 1986) was developed in order to 
explain the reasons for intra-group processes and inter-group discrimination and in so 
doing it also provides the means by which to specify sub-groups independently of the 
representations, which they hold. This should address the criticisms about the 
predictive quality of SRT vdthout compromising its positive contributions. The 
combined paradigm of Social Identity Theory (SIT) (Tajfel & Turner, 1986) and SRT 
(Moscovici, 1961, 1984) will provide the explanatory theoretical framework for the 
present research.
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Further support for the use of such a combined paradigm is forthcoming from 
observations by Breakwell (1993b:181-2) that such a combination would be 
symbiotic, “Social-identity theory and the theory of social representations could be 
linked to create a more powerful explanatory model of action.... The advantages for 
the linkage of social-identity theory and social representations theory would not be 
one-sided...”.
The SRT model describes the way in which interpersonal communications create an 
interpretative framework contaimng both structure and content of belief systems 
allowing people to make sense of their shared reality. The model is both functional 
and descriptive, but the theory lacks relational rules to predict the content of social 
representations for any particular group. By contrast SIT uses defined constructs to 
explain inter-group relationships through an individual s need for positive social 
identity. Whereas SRT is functional and descriptive, SIT is explanatory and contains 
relational rules allowing predictions to be made as to the likely behaviour of specific 
groups. The two theories are concerned with group processes but offer distinct and 
complementary contributions to an understanding of such processes. SIT would 
benefit from the broadening of its traditional but restrictive focus on inter-group 
conflict and differentiation through the inclusion of social representations as content, 
and SRT would benefit from the additional ability to predict the function (e.g. identity 
protection) and therefore the form of the representations held by the group.
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4.2 Social Representations Theory (SRT)
4.2.1 Introduction to SRT
Social Representations Theory (Moscovici, 1961, 1984) was conceived to explain 
group and interpersonal processes relating to the collective construction of shared 
realities. According to Moscovici representations provide the connection between 
social discourse, and the affect, symbolic understanding, cognition, and behaviour of 
the social individual.
The term ‘social representations’ can be used to refer either to the process of the 
development of the social understanding of a phenomenon or to the product of that 
process. The process of social representations is the creation, through inter-personal 
communication, of an interpretative framework of a belief system. The product refers 
to the content of a particular social representation, such as bullying. In this sense SR is 
the term used for the attached meaning of a word, but goes beyond the semantic to 
embrace emotions and images as well (Markova, 1997).
Clémence (2001:83) points out that “the purpose of the social representation approach 
is to study common sense knowledge about abstract objects or theories”. He also 
observes that common knowledge develops through rhetoric as a response to 
uncertainty especially when the topic area proves problematic in the social context. 
This would suggest that bullying in the workplace, which lies at the centre of debate 
and continues to attract a growing body of research, is a suitable candidate for such an 
approach.
73
Chapter Four
Communication between people may presuppose a form of shared reality. When an 
individual speaks of an object or feeling, such as bullying, they might presume that 
the listener shares their understanding of the word and that their conversation is 
therefore meaningful. In this way SRs are present in human interaction providing the 
frame of references through which to interpret reality. However, the representations of 
the same concept may differ between groups. This might explain why in the 
presentation of just seven studies given in chapter two there were so many variations 
in the checklists of bullying behaviour.
The theory also makes provision for the meaning to transmute within, as well as 
between, groups. Moscovici (2001) reasons that social interaction not only confirms 
meaning but also serves to produce SRs by creating or changing meanings. Breakwell 
(1993a) points out that the representations used by the group may have been produced 
within the group, adopted by the group or a mixture of both with several groups 
participating in the production of the representation: the dominant contributor 
changing as the representation develops. Thus the understanding of bullying held by 
any single group within the police service might reflect constructs developed in any of 
these ways.
Differences in the SR of bullying may be brought about by the influence of the 
referent group, i.e. those with whom the parties involved would expect to share 
similar beliefs. The functioning of social cognition is governed by social, i.e. 
normative, regulations, which serve to ratify the meaning of objects (Doise, 
Cleménce, & Lorenzi-Cioldi, 1993). The individual’s cognitive and affective
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understanding of bullying with all its attached meanings may, therefore, be verified 
and validated through the social representations of the group.
Chapter three explained the role of the socialisation process in shaping individuals to 
fit in with and continue the prevailing social order by passing on to new members how 
to think and behave to conform to the needs of the social group (Trice & Beyer, 
1993). This coupled with the cultural emphasis in the police service on solidarity and 
an ‘us / them’ attitude to non-conformers increases the likelihood that the referent 
group for police officers in matters of bullying will be work-based. Thus an individual 
police officer’s understanding of bullying in the workplace is not solely experiential 
but also reflects the process of social representations, i.e. the construction of the 
phenomenon negotiated within and held by the relevant work-based reference group.
The importance of the social aspect of knowledge is also reflected in the assertion by 
Newell (1990) that the content of common sense knowledge does not emanate solely 
from the features of the task or object itself but also from the historical contingency in 
social situations. This explains why the social representations of such knowledge 
might vary within and between social groups across time, or at any given point in 
time, with the prevailing version of reality being a function of the past and present. 
The current social representation of bullying held within the police service is likely to 
reflect the service’s historical experience coupled with contemporary social views 
held in the broader society and the influence of external pressures for change.
There is some debate as to whether all members of a group subscribe equally to the 
representations of that group. Fraser (1994) draws attention to the difference between
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knowledge about a social issue and acceptance of and belief in that knowledge. 
Moscovici’s (1984) assertion that SRs are value-laden cognitions, which are 
prescriptive and have implications for action, would suggest that acceptance and 
belief are core constructs of representations. However, Fraser argues that groups may 
share an awareness of other viewpoints to which they do not subscribe or have shared 
social cognitions about topics, which lead to individual evaluations that do not map 
onto unique group value systems. This leads him to conclude that it should not be 
presumed that knowledge necessarily infers acceptance. Thus individual officers 
might be aware of their group’s construction of bullying without necessarily sharing 
it. This resonates with the suggestion of Fielding (1988) that there are differences in 
the degree to which individual recruits absorb and are absorbed into the culture.
Breakwell (1993b) raises the additional issue of the salience of representations, 
pointing out that the relative importance of the object of a social representation to the 
group will affect the availability of that representation to group members. Thus, if 
bullying was not an issue for a group, there might be greater heterogeneity in 
members’ constructs. Where salient representations exist, Markova (1996) posits that 
their power lies in their implicitness and the lack of awareness through which socially 
shared knowledge is accepted as reality. In this way social representations remain firee 
of critical scrutiny and lead to habitual thinking. To some extent this position endorses 
Moscovici’s (1984) proposition that representations are prescriptive, in that the lack 
of introspective awareness reduces the possibility of alternatives so that 
representations do not just guide cognition, they also determine which cognitions are 
available. Indeed, in demonstrating that British nationalists would not claim British 
superiority over the French in either fashion or food, Lyons & Sotirakopoulou (1991)
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showed how, by determining the credibility of their claims, established 
representations limit the possibility for in-groups to improve their position.
These descriptions of the day-to-day usage of SRs give only limited explanation of 
their origin. According to Moscovici (2001) social knowledge derives from two 
sources. The first is based on direct experience, which in the context of the present 
research might be encounters with bullying in the workplace and observation of group 
members’ reactions. The second source is based on information received from 
‘experts’, e.g. research into bullying. Moscovici makes no specific mention of 
sources such as drama and fiction but it would be reasonable to include these in the 
‘non-expert’ category as a form of vicarious social learning.
In the case of knowledge based on direct experience the individual’s own perceptions 
of the natural (physical) and social world guide knowledge. However, it is not 
possible to eliminate the contribution made by collective practice, so this reference to 
direct experience does not exclude the ‘social’ component of knowledge rather it 
embraces mutual interaction and emphasises the circulation of ideas through language 
and shared thought processes as a necessary aspect of such popular or ‘common- 
sense’ knowledge (Moscovici, 1998).
SRT is not solely concerned with knowledge based on direct experience, indeed it was 
conceived in order to explain how scientific or expert knowledge is transformed into 
popular science, i.e. common-sense, and thereby become accessible to the non-expert 
population (Moscovici & Hewstone, 1983). Common sense in this context is used in 
two ways: a) as a corpus of knowledge circulated through intra-group interaction.
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based on tradition and consensus and giving rise to images and mental connections 
leading to evidence of the type ‘everybody knows’; and b) linked to second hand 
scientific knowledge communicated through the media as mental images that can be 
integrated into common usage. Thus SRT can help to explain how research 
(professional science) findings about bullying in the workplace are communicated, 
e.g. via the press or organisation policy documents, to the public and employees (lay 
or non-expert) and how these are received.
Jovchelovitch (1996) suggests that SRs provide a link-pin between the individual and 
society serving as the reference point connecting objects, subjects and activities. As 
such they are embodied in media communication, interaction and in individual minds. 
In addition to official communications such as policy documents, information 
regarding bullying is widely available fi*om a range of sources (e.g. formal 
communication such as trade union papers, newspapers, television -  both general and 
special programmes; and informal communications such as face-to-face interaction; 
individual cognition and habitual behaviour) so that individual officer’s views could 
be differentially influenced depending upon their exposure to, commitment to and 
trust in those alternative sources. Social Identity Theory should help in this respect, in 
that the salience and degree of identification with the police service and the group 
should be predictive of shared social representations with the organisation or group.
4.2.2 The role of SRs in guiding social actions and socialisation
Much of the description of social representations emphasises their role in facilitating 
communication, but Moscovici & Hewstone (1983) argued that sharing social
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representations with the group and therefore having a common reality, was sufficient 
to engender feelings of common identity. This would suggest that social 
representation also have an important role to play both in guiding social actions and in 
the socialisation of individuals into the group.
Socialisation refers to the social interactions during which members of a group or 
organisation become familiar with the practices, beliefs and values of the orgamsation 
or group. Social representations have a role to play in this process both in providing a 
mechanism for common consciousness but also by marking individuals out as 
members of the group thereby serving as precursors of the understanding of the 
common goals (Breakwell, 1993b). The socialisation process is, therefore, likely to 
be an important mechanism in the newly recruited officer’s understanding of bullying 
acceptability and tolerance within the police context.
The concept of socialisation has been discussed previously in the chapter on the 
culture of the police service. Its role was described in terms of communicating the 
rules about what to think, how to behave and what emotional significance to attach to 
those thoughts and behaviours that were taught in training (Fielding, 1988). Thus, 
socialisation helps to shape individuals to fit within the prevailing social order (Trice 
& Beyer, 1993). An illustration of this is to be found in Ashford & Breakwell’s
(1992) work on environmental social representations, in which it was noted that green 
movement recruits were ‘educated’ into particular representations of the issues.
The specific role of social representations in socialisation is to provide the sense 
making communications framework within which it occurs. In this way
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“representations infiltrate to the core of the individual’s personality” (Moscovici & 
Hewstone, 1983: 118), where they are seen as influencing not just the cognitive 
components of thought but also affect and behaviour.
Thus far social representations have been described in terms of their influence over 
group members, but there is an element of reciprocity in that individuals also have a 
role in maintaining and customising social representations (Purkhardt, 1993). Social 
representations constitute reality constructed by and maintained through people’s 
communication. As such, the “interdependence between social reality and social 
individuals can be re-presented, in theoretical terms, as the interdependence between 
social representations and identity” (Purkhardt, 1993: 75). The role that individuals 
have in relation to the customisation of social representations depends in part on a 
number of factors such as the individual’s own identities and location in society, 
together with the objectives of their group. Thus the process of customisation or 
change of social representations is likely to occur when there is conflict within and 
between the individual’s identities (Breakwell, 1993b).
Trice & Beyer (1993) drew attention to the links between socialisation and the social 
group’s needs. Support for the extension of this relationship to include the role for 
social representation is forthcoming from Joffe’s (1996) findings relating to the 
identity protective frmction of representations. Joffe noted that the construct of AIDS 
was frequently associated with notions of ‘otherness’, and to various perverse or 
deviant practices drawn up in terms suggesting its irrelevance to the current group. 
According to whether her sample was drawn from Africa or the West the 
representation suggested that it originated in the West or in Africa respectively. This
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type of collective response has a function as an identity defence mechanisms 
described in Social Identity Theory where such group actions are linked with the 
motivation within individuals to maintain positive social identity. In chapter three the 
links were drawn between bullying and ‘otherness’ in the police service. Thus, it is 
possible that this echoes a similar identity protection process occurring in policing.
4.2.3 Social representations of bullying
There has been very little research specifically looking at the social representations of 
bullying. However, Liefooghe & Olafsson (1999) looked at ‘scientist’ and ‘amateur’ 
mapping of the bullying domain and how representations differ between the two. 
They point out that whilst researchers use a range of techniques and apply scientific 
rules and statistics to create an explanatory map of bullying, the target population of 
‘ordinary’ people make sense of the situation heuristically.
In drawing attention to the problems associated with research that presumes 
universality in the understanding of the construct of bullying they focused on the way 
in which the lay-person was engaged in an active interpretational process rather than 
having a passive role. Using focus groups and critical incidence studies they were 
able to illustrate the problems people had with the concept of adult bullying, and how 
they used existing frameworks and similar phenomena to assimilate or ‘anchor’ 
experiences. This anchoring process has the power to change the meaning of 
behaviour and therefore to affect the way in which behaviour is perceived.
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4.3 Social Identity Theory
4.3.1 Introduction to SIT
The relevance of Social Representations Theory to bullying has been established, and 
in doing so the role of social representations as an identity protection device 
discussed. It is expected that an exposition of Social Identity Theory will explain the 
importance of this connection.
Social Identity Theory (SIT) was developed by Henri Tajfel and his team in the 1970s 
(Tajfel, 1978; Tajfel & Turner, 1979) as a response to the quest to explain inter-group 
behaviour and more specifically inter-group discrimination. The theory 
conceptualised three basic notions, social identity, social categorisation and social 
comparison. The first two provide individuals with a cognitive structure of the social 
world and a means of self-orientation within that world thereby explaining the way in 
which individuals create and define their social selves. The third component posits 
that individual self-esteem is, in part, derived from social identity, i.e. membership of 
social groups. Social comparison is the mechanism whereby categories of 
membership are compared along relevant dimensions with the expectation that a 
positive evaluation of the in-group will bolster personal self-esteem. In the case of 
negative evaluations SIT goes on to describe the collective strategies employed by 
group members to improve the position of their group and thereby individual self­
esteem, which in this context refers to feelings of personal worth or social value. SIT 
is therefore particularly suitable for the study of topics that might elicit an identity 
protective response.
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This thesis is concerned with the phenomenon of bullying in the police workplace. 
The suggestion is that the potential conflict created by the incompatibility of an 
informal culture based on authoritarian conservatism (see chapter three) and a formal 
constabulary ethos of diversity, fairness and equality could be reflected in an 
ambivalent response to bullying: traditional working practices may well condone it, 
albeit expressed euphemistically as a means by which unsuitable or other officers 
are discouraged, but there is increasing pressure, both external and internal, for its 
eradication. Whereas at the formal level the police service might be considered a 
bully-firee zone, at an informal level some police departments, particularly those with 
a strong ‘macho’ image, may feel that their identity is threatened by the requirement 
for more considered and considerate interaction, and by the pressure to accept diverse 
or ‘non-conforming’ newcomers. The response to such an identity threat could be to 
reject the relevance to them of reforms to eradicate bullying, or to compare their 
performance on this dimension more favourably with sumlar departments in other 
constabularies, or with other departments in their own constabulary.
According to Turner, Hogg, Oakes, Reicher & Wetherell (1987), identity occurs on a 
continuum ranging from the personal, through the social to the human. Social identity 
as defined by Tajfel (1978: 63) is “that part of an individual’s self-concept which 
derives fi*om his [sic] knowledge of his [sic] membership of a social group (or groups) 
together with the value and emotional significance attached to that membership”.
Each police officer is a member of many different groups with multiple group 
memberships describing the matrix of social psychological identities constructing the 
individual’s social self. For the purposes of this thesis the point of interest is which
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aspects of identity, or which particular social identity inclines an individual officer to 
share the social representations of bullying with the constabulary. Although SIT 
recognises the complexity of multiple group membership it does not account for the 
differential allegiance to such membership, it is the complementary Self- 
Categorisation Theory (SCT)(Tumer, 1978) that draws the distinction between 
personal and social identities and explains the function of salience as a facilitator and 
moderator of group behaviours: “When social identity is salient, the group is 
represented in the individual self concept. Self-conception as a group member rather 
than interpersonal relationships within groups or explicit social pressure, is what 
creates the uniformity of group behaviour.” (Abrams & Hogg, 1999: 4).
This shift away from the perception of the self as an individual to the self as an 
exemplar of a social group or category, marked by the change of pronoun from ‘F to 
‘we’ is the process underlying group phenomena, and the emphasis on the 
psychological rather than on the physical is reflected in the definition of the social 
group “in predominantly cognitive terms as a collection of individuals who perceive 
themselves to be members of the same social category” (Turner et al, 1987: p. 101). 
So it is that groups may be thought of as “not only external features of the world that 
people encounter and interact with, but that they are also internalised so that they 
contribute to a person’s sense o f  self In this way groups define who we are, what we 
see, what we think and what we do” (Haslam, 2001: p.22), in other words they 
determine which social representations describe an individual’s version of reality.
If, as anticipated, the social representations guiding perceptions of bullying originate 
at the group level it would be expected that the degree of identification with the group
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should predict the individual’s evaluations of bullying. However, the salience of the 
relevant identity and the centrality of the social identity to the sense of self also affect 
the availability of the group’s social representations. In this context the terms salience 
and centrality refer to the symbolic value of a particular identity. Salience reflects the 
relevance of a particular social identity in a specific social situation (Turner, 1999), 
whereas centrality refers to the importance as a core social identity to the individual’s 
sense of self.
Taking into account the salience and centrality of a social identity to the individual 
there are a number of ways in which group membership can have a possible effect on 
social representations (Breakwell, 1993). For example it has been explained that the 
social representations created or held by the group are self-serving, so it is logical to 
assume that the group not only ensures that its members are exposed to their own 
representations but also that their exposure to alternatives are limited and / or 
challenged. The pressure to conform to the prevailing representations can be high with 
censure or exclusion a possible cost of deviating from the norm, although this will 
depend on the salience and importance of the representation to the group.
4.3.2 Social Identity in the organisational setting
The application of an SIT firamework to the organisational environment is not new. 
Ashforth & Kreiner (1999) point out that occupational identity, marked by the 
enduring characteristics typifying the work, is a major component of self-definition 
and that members who are known by their occupation situate themselves in terms of 
that occupation (e.g. Trice 1993). Mael & Ashforth (1995:p.310) suggest that, “Social
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identification is the perception of belonging to a group” answering the question ‘Who 
are you?’ Some time earlier Kuhn & McPartland (1954) produced support for the 
notion that employment role is important in the definition of self: a link further 
highlighted by Gordon & Gergen (1968) and Wylie (1974) explaining the 
phenomenon whereby job title fi*equently appears in the 10 statements produced by 
participants in the ‘who I am’ task. This strong link between job and identity suggests 
that SIT is a particularly suitable theory within which to explore the contemporary 
problem of bullying in the workplace, especially in a police population where the 
informal occupational culture emphasises the need for belonging and solidarity.
If occupation is important to the sense of self, then it is appropriate to look at the role 
of the organisation in the process. In describing the importance of exclusivity to 
organisations, Barnard (1968 cited in Ahme, 1994) suggests that whereas admittance 
is limited to members, acceptance is an even more closely guarded open only to 
members sharing the identity of the organisation. It is therefore in the interest of 
employees to adopt the identity and social representations of the organisation. 
Chapter three described the way in which probationer police officers adopt negative 
attitudes and behaviour in order to fit in with the occupational culture (Fielding,
1988).
Ashforth & Mael (1989) suggests that organisational identification is a specific form 
of social identification to the extent that the organisation itself is seen as embodying 
or reifying those characteristics or qualities seen as prototypical of its members. It is 
suggested that the organisational identity of the police service exemplifies the 
qualities of protection and service to the community. This is reflected in the growing
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number of mission statements appearing on police stationery and vehicles, e.g. Essex 
Police "taking a lead in making Essex safer’; Lancashire Constabulary "aiming to 
make the community feel safe, involved and reassured’; Northern Constabulary 
"protect and serve’; Nottinghamshire Police "a safer Nottinghamshire for a ll’; Surrey 
Police ‘making Surrey safer
Ashforth & Mael (1989) go on to suggest that organisational identification is not only 
a specific form of social identification, but that it can also be derived from the work 
group, department, and age cohort, within the organisation. In this way certain 
identifications can be thought as nested within others, and the organisation can be 
thought of in terms of a matrix of social groups both horizontally and vertically 
related. Horizontal relationships refer to discrete groups of equal status, as in the case 
of work shifts or department where being a member of one precludes membership of 
the other. Vertical relationships on the other hand represent some form of hierarchy in 
that membership of a lower group infers membership of a super-ordinate group. 
Ashforth & Johnson (2001) refer to these vertically related groups in terms of higher 
and lower order identities to describe notions of their inclusive and exclusive 
dimension: higher order identities being relatively inclusive because they encompass 
all lower order identities.
Ashforth & Johnson (2001) noted that the impact on the individual of higher order 
identities tends to be indirect and delayed compared to lower order identities. Thus 
higher order identities might set the organisation’s missions, goals, and key values 
which shape the individuals thoughts feelings and actions through the organisational
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culture, but it is the direct influence of lower order identities that mediate the impact 
of high order identities on the individual through the occupational culture.
The discrete nature of horizontally related groups is important in terms of the social 
representations of bullying as it raises the opportunity for differences in the constructs 
of bullying held by members of these groups. In contrast, the embedded nature of 
vertical groups notionally reduces the likelihood of differences by virtue of shared 
membership.
This reference to the number of and inter-relationships between possible social groups 
is incorporated in Hogg & Terry’s (2000:121) description of organisations as 
“complex networks of inter-group relations characterised by power, status, and 
prestige differentials. To varying degrees, people derive part of their identity and 
sense of self fi*om the organisation or workgroups to which they belong. Indeed for 
many people their professional and / or organisational identity may be more pervasive 
and important than ascribed identities based on gender, age, ethnicity, race or 
nationality”.
The idea that organisations serve as social systems co-ordinating behaviour through 
roles, norms and values was proposed by Katz & Kahn (1978), and was re-iterated 
and expanded by Trice & Beyer (1993). They posit that the essence of organisational 
culture resides in the embraced ideologies that encapsulate shared, inter-related sets of 
beliefs about cause and effect relating behaviours and outcomes, values indicating 
preferred behaviours or outcomes and norms telling people which behaviours are 
expected. These, it is argued, do not just guide behaviour they actually impel people
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to behave in a particular way. The suggestion is that through a process of 
enculturation (causing to have the culture) employees come to share the system of 
meanings, understandings, values and beliefs of their company (e.g. Deal & Kennedy, 
1982; Schein, 1985). In focussing attention on this process of enculturation, Weick
(1993) proposed that the organisation exerts influence over newcomers through 
exposure to a whole new range of rituals, language and attitudes that create an 
interpretational firamework guiding the way employees label events and producing a 
trained incapacity to take an alternative view of reality. In many ways this description 
is very similar to the infiltration of social representations described as part of the 
socialisation process (Moscovici & Hewstone, 1983) perhaps reflecting that social 
representations are a resource for socialisation.
As mentioned in the section on the culture of the police service, in order for new 
recruits to build a situational definition and thereby to modify their self-definition, 
they need to understand not only the policies, power structures and logistics of the 
organisation but also its behavioural norms and expectations, and that this is often 
achieved through the symbolic interactions, i.e. social representations, naturally 
occurring in socialisation (Ashforth & Mael, 1989). The role of effective socialisation 
has also been highlighted in more recent research (e.g. Beagan, 2001; Major, 2000; 
McDevitt, Gassaway, & Perez, 2002), and it is accepted that in larger organisations 
different branches might not adhere to the same standards of behaviour. This supports 
the notion that bullying in the workplace may be the subject of differing social 
representations.
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4.4 Conclusion
Consideration has been given to the product and process of social representations and 
the possible relevance of this approach to the study of bullying in the workplace in the 
context of the police service. Chapter three introduced the concept of police 
occupational culture, and this chapter addressed the likely threat to identity presented 
by anti-bullying policies, and the identity protective function of social representations. 
It was argued that bullying is a ‘slippeiy’ construct without an accepted defined form 
and as such SRT would seem to make an appropriate theoretical contribution in 
arguing for and explaining the existence of inter-group differences in the meanings, 
beliefs and emotions attached to the concept. The inclusion of SIT within the 
theoretical framework provides a relational basis within which it should be possible to 
predict the likelihood that individuals will share the representations generated by the 
group. The effects of both identity and representations are moderated by their salience 
and centrality to the individual, thereby acknowledging the role of individual 
differences.
The aim of this thesis is not to test or develop a particular theory, but rather to 
integrate existing theories and use these as a means by which to describe and explain 
how the position of the individual in the organisation, i.e. social identification, 
influences the extent to which they share the understandings of bullying circulating 
within the police service, i.e. the social representations of bullying.
The research questions are:
i) What are the behavioural constructs used by police officers and employees to 
evaluate bullying?
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ii) Which of these constructs of bullying contribute to the perception of behaviour 
as bullying in the police service?
iii) What social psychological processes influence whether an individual officer 
will share the social representations of bullying with the police service?
The choice of methodology is driven by the thesis research questions, and the 
requirements in terms of data analysis. In designing this research consideration was 
given to both qualitative and quantitative paradigms, and a positive decision made to 
use a mixed-method approach.
Trochim (2000) argues that any debate as to the differences between the two cannot 
reside in any assumptions based on a fimdamental difference in the data. Qualitative 
data, which consists of words, can be, and often is, transformed into numerical values 
such as in coding analyses, and quantitative data is equally likely to be based on 
qualitative judgements as in the example of response scales (e.g. 1= strongly disagree 
to 7=strongly agree).
The ontological assumption of qualitative study is that there is no objective reality and 
that each individual experiences reality uniquely. As such it suggests that it is 
inappropriate to use aggregates of individual experiences in an attempt to understand 
the group. Therefore the method is interpretive, trying to understand the social world 
from the actor’s viewpoint. By contrast the ontological assumptions underpinning 
quantitative research assumes that there is an objective reality, which can be discerned
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by statistical regularities of behaviour. The difference between the two is therefore the 
relation between the knowing subject and the studied object (Olson, 2000).
The argument has been made that bullying is a social construct. As such it might be 
presumed that an interpretive paradigm with an assumption of a subjective reality, 
might be the method of choice. However, the emphasis in this thesis is on the social 
construction of the meaning of bullying. The underlying assumption is that the 
concept of bullying is best understood with reference to the group: the best access to 
the group is through its members, who SIT (Tajfel & Turner, 1986) would posit come 
to see themselves as interchangeable with other group members through 
identification. With identification it is expected that members of the group will absorb 
the meanings and understandings of their group (Deal & Kennedy, 1982), i.e. the 
social representations (Moscovici, 1961, 1984). It should, therefore, be possible to 
understand the group’s social representations of bullying (external reality) with 
reference to the members (internal reality).
Support for the multi-methodological approach has been forthcoming from social 
psychologists advocating its use in theory testing (Breakwell, 1993a; Reicher, 1994). 
Gaskell (1994) argues that advances in the study of social representations will be 
forthcoming from both qualitative and quantitative research, with the two methods 
complementing each other. The position adopted in this thesis is that the research calls 
for a mixed method approach, with the strengths of both qualitative and quantitative 
methods complementing each other and contributing to advancement of knowledge 
relating to bullying in the police service.
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For any organisation the issue of bullying in the workplace is a sensitive one, but for 
the police service, which has a public persona, this sensitivity is more acute. This 
means that the exposition of the phenomenon in this context is less likely to be 
achieved through overt methods.
In order to satisfy the aims of the thesis the first study will use a qualitative design to 
identify the m ain  components of bullying within the police service from the 
perspective of the participant. It has been suggested that such methods improve the 
depth of understanding of a subject (e.g. Allen, Blieszner, & Roberto, 2000). At the 
same time study one will be used to assess whether there are differences between 
participants in terms of their group membership within the police. Some of the data 
obtained from study one will be converted to numerical values in order to obtain 
relational plots, whilst other information will be used to interpret these plots. In this 
way it could be argued that the second study of quantitative design will be respondent 
driven, being informed through findings from study one.
At this point it is important to acknowledge that even supposedly objective study 
cannot eliminate a subjective component. Olson (2000) suggests that the difference 
between the quantitative and qualitative traditions is not that one has and one lacks 
objectivity, but that quantitative researchers strive to rise above subjective bias whilst 
qualitative researchers document their bias. It would seem appropriate to state that 
the researcher in this thesis is female and in her 50s with no personal experience of 
bullying or of the police service prior to conducting this research.
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Whereas study one will explore the internal reality of members, study two will use the 
findings fi*om study one to discover the external reality of bullying to the group, in 
this case at the level of the constabulary. Thus this thesis will represent a process of 
research along the lines advocated by Reicher & Emler (1986), in which a qualitative 
phase precedes quantitative research.
Having identified the salient beliefs among the focal population (Ajzen & Fishbein, 
1980), it is expected that the second study will be of a quantitative (questionnaire) 
design. It will incorporate the findings of the first study in relation to social 
representations of bullying with the aim of verifying them over the wider population 
using a manipulation technique. Careful questionnaire design should also provide 
data both to test the effects of group and identification on shared social 
representations between the individual and the constabulary.
It is acknowledged that the subject area of bullying in the workplace is a sensitive 
issue within the police service, and that as such it is likely to be difficult not only to 
recruit participants but also to elicit accurate information. The conclusion drawn 
from the chapter on bullying research is that for both ethical and pragmatic reasons it 
would be inappropriate to recruit participants on the basis of their having been / being 
bullied / a bully, and that the field of knowledge would best be advanced through a 
general appreciation of the social representations of bullying held by police officers.
The research programme is shown in figure 4.1.
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In order to reduce the possible problem of social desirability in responses, attempts 
will be made to design studies that as far as possible avoid using the word ‘bullying’ 
but which use appropriate participant constructs. Study one will be presented in the 
next chapter, and the proposed theoretical model, incorporating the findings firom 
study one, in the following chapter.
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Chapter Five
The study of the components of bullying within a police context
5.1 Introduction
Chapter two argued for the ‘slippery’ nature of the concept of bullying, comparing 
checklists (e.g. Bjorkqvist & Osterman, 1998; Einarsen & Raknes, 1997; Leymann,
1989) and components of a number of definitions (e.g. Brodsky, 1976; Hoel & 
Cooper, 2000; Quine, 1999) to suggest that its meaning differs between groups. In 
chapter three the informal organisational culture of the police service was described. 
This provided some explanation as to why bullying in the police context might be 
tolerated and even at times considered legitimate (Fielding, 1988). Chapter four 
described how through the integration of Social-Identity Theory (SIT) (Tajfel & 
Turner, 1986) and Social Representations Theory (SRT) (Moscovici, 1961, 1984) the 
position of the individual in the organisation might influence the extent to which they 
share the understanding of bullying circulating in the police service.
This chapter contains the details of Study I, the aims of which are a) to identify sub­
cultural differences in the evaluation of bullying behaviour, and b) to identify the 
main aspects of behaviour that are likely to be construed as bullying by different 
groups within the police context. In so doing it covers the development of an 
innovative multiple sort procedure incorporating the use of videotaped bullying 
behaviours. The showing of video-clips will give participants the opportunity to use
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their own terminology and constructs to interpret behaviour with the expectation that 
emergent themes will highlight those components that predispose behaviour to be 
adjudged as bullying.
In order to test the assertion that social identity in the form of specific group 
membership will impact on interpretation and judgement of behaviour, the results of 
the fi*ee and structured sort tasks carried out by participants drawn fi-om three 
branches of a single constabulary will be presented separately and then compared. 
The pattern of participant groupings of cards in the fi*ee sort tasks will be identified 
using multi-dimensional scaling analyses (MSA).
5.2 Method
5.2.1 Study Design
The study was of quasi-experimental design with the independent /  participant 
variable (IV) being department membership, and the dependent variable (DV) being 
the interpretation of behaviour. The technique used was based on the Multiple Sort 
Procedure with an adaptation to incorporate videotaped clips.
5.2.2 Videoclip Selection
Videoclip selection was informed by the bullying literature as supplemented by 
information obtained fi*om a countrywide survey of constabularies’ official Anti- 
Bullying policies. In addition to the differences between notions of bullying, the 
review of past research into the phenomenon also identified two components that
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figured pre-eminently in the descriptions of bullying. These included power (e.g 
Bjorkqvist et al, 1994; Einarsen, 2002), and type or focus of behaviour (e.g. Lyons et 
al, 1995, O’Moore, 1998). It also emerged from the literature that the context within 
which behaviour occurs might be implicated in the categorisation of an action as 
bullying. This aspect of bullying does not appear to have been widely researched, but 
may have a contribution to make in explaining differences between groups in the 
understanding of bullying. The videoclips were selected to represent a variety in both 
range and degree both of these components, and of other constructs of bullying.
Video-clips were taken from television docusoaps (e.g. Soldiers to Be), drama (e.g. 
The Bill), and instructional videos on the manifestations of bullying. Initially it was 
intended to avoid drama series as it was considered that there was a higher risk of 
participants identifying the characters in the clips and using this prior knowledge to 
interpret the behaviours on screen. However, as time constraint necessitated their 
inclusion it was decided that all the drama clips selected would be those with 
previously high exposure thereby ensuring as far as possible that all the participants 
had the same base knowledge.
All the clips were independently rated for presence of behaviours associated with 
bullying by experts in the field, i.e. researchers who have been the main author of 
peer-reviewed articles on the subject of bullying published in psychological journals, 
before being used in the study. A full list of video-clips used is to be found in 
Appendix 3, and a copy of the presentation in DVD format in the sleeve in the 
binding.
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The criteria used in the selection of video-clips were:
• That in order to avoid different interpretations based on cultural expectations 
the clips should be taken from English programmes or films;
• That the range of clips should include both extreme and mild episodes in order 
to avoid ceiling and floor effects;
• That in order to maximise the possibility of identifying the components of 
bullying past bullying research papers should inform the selection of 
behaviours presented in the clips;
• That the presentation should include clips featuring elderly and young people 
in order to see whether behaviours involving these specific groups would be 
treated as special cases.
• That the presentation should include clips with different workplace and 
contextual settings
5.2.3 Technical details and equipment
A free-standing Powerpoint® Pack n’Go presentation was created containing 
instruction frames and videotape footage. Appropriate scenes were captured using 
‘miroVIDEO Studio-DClO plus®’ a Pinnacle Systems GmbH commercially available 
program. Within the program the clips were edited and then rendered. Final transition 
into Powerpoint® compatible mpeg files was achieved using ‘Ulead Video Studio 3.0 
DV SE®’.
Presentation was on a standard notebook pc, screen dimension 15” with 1024 x 768 
resolution and 65Hz refresh rate, 2Mb video graphics and ‘Soundblaster®’
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compatible sound card. Colour stills (10mm x 6mm) were obtained for each clip and 
two full sets were produced. One set was laminated for use in the card sort, and one 
set was put in the order of presentation in a clear-pocketed folder (see Appendix 4 for 
folio of stills).
Standard instruction sheets were produced for each phase of the procedure to reduce 
researcher influence and to ensure that no salient instructions were omitted (see 
Appendix 5a -  5d).
A tape recorder with external microphone was used during the sort procedure.
5.2.4 Participants
Participants were drawn from an opportunity sample of employees and police officers 
working within a single constabulary. The participant profiles are shown in Table 5.1. 
There were 17 participants: 6 (3male/3female) civilian support staff, 6 
(3male/3female) uniformed officers, and 5 (3male/2female) c.i.d. officers. It was 
specified that each individual should have been in the current department of the 
constabulary for over 3 years as this was expected to be sufficient time for them to 
develop allegiances to and identify with that department. Within the given criteria, 
participants were recruited on a voluntary basis by the constabulary. Assurance of 
confidentiality was given.
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Table 5.1: Participant details
Department Gender
Number of 
Participants 
(N)
Mean age
Mean yrs in 
C urrent 
Branch of the Force
Male 3 47.00 4.10
Support Staff Female 3 47.33 10.00
Male + Female 6 47.16 7.05
Male 3 39.00 17.66
Uniformed Officers Female 3 35.33 10.16
Male + Female 6 37.16 13.91
Male 3 37.33 7.33
C.I.D. Officers Female 2 33.00 3.50
Male + Female 5 35.16 5.41
Male 9 41.11 9.69
Total Female 8 38.55 7.88
Male + Female 17 39.88 8.78
The study took place at police headquarters over a three-week period in May and 
June, 2000, with individual sessions lasting an average of 55 minutes.
5.2.5 Procedure
The same procedure was used for all participants, each of whom were seen 
individually for approximately 55 minutes at the Police Headquarters.
The standard introductory instruction sheet (see Appendix 5a) was read and the 
participant was given the folio of stills prior to the start of the presentation. Between 
each video-clip a 7-second on-screen instruction appeared requesting the participant 
to look at the matching still and think about the behaviour they had just seen. Once 
the presentation was over, the standard instructions concerning the Multiple Sort 
Procedure phase of the exercise was read (see Appendix 5b). This instructed
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participants to group the cards that they would be given according to some aspect of 
behaviour in the scene such that all the cards in a group were similar in some 
important way and different to the cards in the other groups. There was no restriction 
as to the number of cards in each group, nor the number of groups allowed in each 
sort. Provided the participant had no objections, and none did, the tape-recorder was 
then switched on.
The 22 laminated cards, each depicting one of the scenes from the sequence, were 
given to the participant for sorting. Participants were encouraged to verbalise their 
thoughts as they carried out the task and on completion of the sort the participant was 
asked to give the reason behind the groupings. The sorting procedure was repeated 
until the participant could no longer think of novel categories.
After reading the standard structured sort instructions (appendix 5c) there then 
followed a series of five structured sorts, in which participants created just two groups 
per sort, being:
1. The scene contained bullying / the scene did not contain bullying
2. The scene contained intimidation / the scene did not contain intimidation
3. The scenes in which I would least like to be / it wouldn’t bother me
4. The person at the receiving end felt bullied / did not feel bullied
5. The instigator thought their behaviour was bullying / did not think it was 
bullying
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At the end of the exercise the tape recorder was switched off and the participant 
debriefed.
5.3 Results
The raw data from the free sorts took the form of a participant response sheet (see 
Appendix 6). This numbered the sort attempts, giving the theme and the card numbers 
assigned to each grouping within each sort. A data matrix was produced from the raw 
data showing the co-occurrence of clip selections with the participants’ free sorts as 
columns, the video-clips as rows with each cell containing a number representing the 
category to which the clip has been assigned.
The matrix formed the input for multi-dimensional scaling analyses using Smallest 
Space Analysis (SSA) and Multiple Scalogram Analysis (MSA). These techniques, 
which use an algorithm based on Euclidean principles, were chosen because the 
output format represents in pictorial form the perceived similarity or difference 
between the clips. In this way cards that frequently co-occur in sorts appear closer 
together, and those that are seldom put together appear further apart. The 
interpretation of the output plot is made according to whether there are identifiable 
regions or partitions on the plot that are meaningfully informed by group dimensions 
or underlying constructs.
5.3.1 Overview
In order to obtain a general overview of the pattern of clip selection the co-occurrence 
of clips across all free and fixed sorts for all participants were calculated. As there
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was a total of 22 clips, these data were entered into a 22 x 22 matrix where both the 
columns and rows represented clips and the cells contained the sum of co-occurrences 
of the intersected column and row clips. These data were then subjected to Smallest 
Space Analysis (SSA), the output from which was enhanced using the Harvard 
Graphics program. Figure 5.1, is the resultant two-dimensional plot with the 
perceived relationship between the clips represented by their relative proximity. 
Table 5.2 contains a brief description for the codes used in the plot (see Appendix 3 
for full list).
Table 5.2 key codes for Figure 5.1 Global Matrix...
Key code Description of Clip
Partition I
1 mil 
5 mil 
11 mil 
22 mil 
18 mil
Army exercise female having water poured on her 
Army group being told off on parade ground 
Army exercise soldier on verge of collapse 
Army kit inspection in barracks 
Army exercise crawling through mud
Partition n
2 head Parents, headmaster and governor meeting
3 bill ‘Bill’ scene, male CID sergeant being told off by
male CID inspector
4 governor ‘The Governor’ prison governor and secretaiy
8 ramsey Gordon Ramsey kitchen scene
13 manager Director and general manager meeting
14 bill ‘Bill’ scene, two CID officers entering house
15 london ‘London’s Burning’ sarcastic remarks
17 chef Chef requesting permission to resign
19 bangdesk Manager banging fist on table -  employee sitting
20 governor ‘The Governor’ prison governor and prisoner
21 bill ‘Bill’ CID officers in lying scene
Partition III
6 neighbours Neighbours arguing
7 peak Couple in relationship -  ultimatum
9 girl Girl warning others that another is ‘cow’
10 trafficwarden Traffic warden and members of public
12 drive Driving scene
16 stopsearch Police stop and search
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#  military 
A  milittii
iiitary
military
s to  I serach
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bangdesk
girl
peak
traffic warden
neighbours
Figure 5.1: Global 22 x 22 (clips x clips) matrix recording incidence of co-occurrence of clip 
selections for both free and structured sorts for all participants. C of A: 0.193.
In determining the partition lines eonsideration was given to the spread of similar 
types of clip. The military clips all appear in Partition I on the left of the plot, scenes 
featuring ‘the Bill’, ‘the Governor’, and management situations predominantly 
occurring in the place of work all appear in the middle partition (II), and behaviours 
occurring outside the place of work, although in the ease of the traffic warden 
(clip 10) and the stop and search (clip 16) in the line of duty, appear in partition III. 
One possible interpretation of such partitioning is that evaluation of behaviour is 
context dependent.
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The military clips (clips 1, 5, 11, 18, 22), which contained a range of behaviours, 
from a parade ground group ‘bawling out’ to an individual having water poured over 
her head in front of colleagues whilst on an exercise, appear in a tight cluster. This 
would suggest that they are being treated as a ‘special case’, with the militaiy aspect 
providing the dominating construct.
In that the military clips also exhibited the greatest exertion of power the same 
partitions could be represented in terms of diminishing use of power in the direction 
Partition I Partition II Partition HI.
The second partition encompasses clips featuring individuals exercising their power 
over others, with those nearest the partition I and II boundary featuring more 
aggressive power behaviour (e.g. clip 8 secret filming of the kitchen regimen of 
Gordon Ramsey who was shouting expletives at a trainee; clip 19 a manager banging 
his fist on a desk and shouting at an employee; clip 3 a scene from ‘the Bill’ with an 
inspector rebuking a sergeant; and clip 14 two detectives pushing their way into a 
house without invitation or documentation) and those nearest the partition II and III 
boundary less confrontational (e.g. clip 17 chef requesting permission to resign and 
being blocked, and clip 13 unpleasant but controlled director and manager meeting).
The third partition primarily contains interactions between private individuals or 
authority and private citizens. The featured clips include neighbours arguing about a 
fence (clip 6), a husband and wife marriage dispute (clip 7), teenage vitriol (clip 9), a 
traffic warden being berated a group of bystanders (clip 10), a brother and sister 
arguing about driving from ‘So You Think You Are a Good Driver’ (clip 12), and a
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police stop and search from the docu-drama ‘Car Wars’ (clip 16). The scene of 
brother and sister arguing is fairly good humoured if suffrised with frustration, and the 
stop and search was conducted in a non-confrontational way without the officer 
overtly exerting his authority. Each of these clips contained some level of 
confrontation and a hint of dominance without an obvious use / source of power.
5.3.2 Results: Civilian Support Staff
Initially all civilian participant sorts were assigned a number, then a matrix was 
produced with the columns representing participant free sort numbers, the rows 
representing the clips (1-22), and the cells at the intersections representing the group 
number to which the clip (row) was assigned in the sort. In this way descriptive data 
were transformed into numerical data suitable for mathematical spatial analysis 
without imposing any inappropriate assumptions.
The data were then analysed using multiple scalogram analysis (MSA), which treats 
each response as categorical and compares each category with the others. The MSA 
allows the researcher to consider how the various sorts relate to each other, and what 
the relationships between the cards are. The output, which is a 2-dimensional plot, 
thus represents conceptual similarity or difference (as measured by card sort 
groupings) in terms of distance. This process facilitates the creation of a profile of 
participant responses retaining individual input in the form of participant themes and 
taped comments but showing patterns within the group. Figure 5.2 shows the plot 
obtained using civilian support staff free-sort data. This shows the civilians’ 
perceptions of the relationships between the clips (see Appendix 3 for descriptions).
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Clips 1 and 6 are relatively close to, and are therefore hidden behind clips 18 and 10 
respectively.
Partition II: Aggressive / Positive 
Mean bullying score 3.8( 3 ) 1 1 2 2  ( 4 )
Partition I: Aggressive / Negative 
Mean bullying score 5.2
Partition IV: Non-aggressive/Positive 
Mean bullying score 1.5
14 ( 6 )
( 6 )
17 ( 2 ) 
16  ( 0 )
Partition III: Non-Aggressive/Negative 
Mean bullying score 2.17
13  (0
10
12
► bullying
► power over
► 1-way aggression
► unacceptable
► dictatorial
► angry
► confrontational
► hot
► self control
► controlled agg
► power for respect
► equal reaction
► duty / job
► colleagues 
acceptable
►Njonstructive
► not listening
► humiliation
► stupid
► not job related
► controlled aggr
► too much reaction
► anti-social
► dictatorial
► discipline
► not bullying
► expected bullying
► dictatorial
► reasonable
► power motivation
► no reaction
► 1-way aggression
► job related
Figure 5.2: MSA Plot for Civilian Data. Numbers represent clip. Structured sort score for bullying in 
scene is shown in parenthesis. Key Code is shown in table 5.3
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Table 5.3: Civilian Support Staff: Key Code and Bullying In Scene Scores
i Sector Mean 
Bullying in 
Scene Score
Key Code 
(Bullying in 
Scene Score)
Description of Clip
2(5) Parents, headmaster and governor meeting
Partition I: 5.2 3(4) ‘Bill’ scene, male CID sergeant being told off by male
Aggressive/ CID inspector
negative 8(6) Gordon Ramsey kitchen scene
14(6) ‘Bill’ scene, two CID officers entering house
1900 Manager banging fist on table -  employee sitting
Partition II: 3.8 1(5) Army exercise female having water poured on her
Aggressive/ 5(3) Army group being told off on parade ground
positive 11(3) Army exercise soldier on verge of collapse
22(4) Army kit inspection in barracks
18(4) Army exercise crawling through mud
Partition III; 2.17 6(3) Neighbours arguing
Non-Aggressive / 7(2) Couple in relationship -  ultimatum
negative 9(3) Girl warning others that another is ‘cow’
10(2) Traffic warden and members of public
12(2) Driving scene
15(1) ‘London’s Burning’ sarcastic remarks
Partition IV: 1.5 4(4) ‘The Governor’ prison governor and secretary
Non-Aggressive / 13(0) Director and general manager meeting
Positive 16(0) Police stop and search
17(2) Chef requesting permission to resign
21(2) ‘Bill’ CID officers in lying scene
20(1) ‘The Governor’ prison governor and prisoner
The mean bullying scores for each quadrant are shown on the MSA plot, together 
with the ratings for each clip, which are given in parenthesis.
Partitions were drawn to indicate the groups of cards that were generally seen in the 
same way. The pattern that emerged from the civilian data fell roughly within 
quadrants on the diagonal. Two dimensions were identified, being aggressive / non 
aggressive; and positive / negative. The text boxes on the plot contain participants’ 
themes and comments recorded during the exercise. These were used to inform the 
dimensions and partitions used in the interpretation of the plot.
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Those clips most highly rated as bullying appear in the ‘aggressive’ sectors with the 
positive aggression clips being seen as less associated with bullying than the negative 
aggression clips. The bullying scores in the non-aggressive sectors are lower overall 
although predictably negative non-aggression is more likely to be recorded as 
bullying than is positive non-aggression.
The aggressive / negative quadrant (Partition I) contained two scenes from the Bill 
(clips 3 &14), the head teacher and governors meeting with parents about the bad 
behaviour of their child (clip 2), the Gordon Ramsey kitchen scene (clip 8) and the 
training film scene showing a manager shouting at an employee and banging his fist 
on a desk (clip 19). As indicated by their comments, participants regarded these 
scenes as dictatorial, confrontational and unacceptable:
Participant 2 (male) referring to clip 19 (manager banging on 
desk), “That one, well that [was] definitely confrontational 
That is no way to treat a subordinate in any case shouting and 
bawling and slamming your fis t on the desk and chucking stuff 
all over the floor. ”
Participant 5 (female) referring to clip 8 (Gordon Ramsey in 
kitchen), “that person there was just so awful, so disgraceful 
His aggression and the effect he had on the receiving end. ”
The aggressive / positive quadrant (Partition U) comprised exclusively military clips, 
which were seen as reasonable albeit unpleasant for the recruits at the receiving end 
of the behaviour. Participant comments included statements such as.
Participant 1 (female) “I  could see the reason, it was a sort o f  
learning degrading experience ”
111
Chapter Five
Participant 2 (male) “It was a situation where you expected 
that behaviour " (Participant 2, male).
All other clips appeared in the non-aggressive half of the plot.
Generally a more positive slant was put on non-aggressive albeit assertive behaviour 
seen as arising out of the person’s job (Partition IV: non-aggressive / positive). For 
instance one participant described clips 4, 13 and 17 (4-the governor chastising her 
secretary; 13-director and general manager disagreement; 17-chef requesting 
permission to resign and being blocked by the general manager) thus.
Participant 1 (female), “they all have conflict with one other 
person hut it is the way they dealt with it. I  think there is more 
constructive communication. ”
whilst another describing clip 16 (police stop and search) stated.
Participant 5 (female), “he actually used a conciliatory tone 
and wasn 7 confrontational"
Finally, partition IQ (Non-aggressive / negative) contains six clips ranging from the 
traffic warden dealing with the public (clip 10) to neighbours in an argument over 
boundary fences (clip 6). The interpretation of the partition as non-aggressive but 
negative is best supported with reference to the participants’ own comments.
Participant 5 (female) on clip 10 (traffic warden issuing ticket 
and engaging in argument with public) “Oh I  just fe lt he dealt 
with it really, really badly. He allowed it, it was intimidation by 
the people he was actually trying to give the ticket to but he 
didn Y control it very well. ”
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Participant 2 (male) clip 7 (couple breaking up) “he wasn’t 
listening to any o f  her side o f  the situation. ”
The MSA plot also contains the mean bullying scores (out of a total of six) obtained 
from the structured sort addressing bullying, together with the actual bullying scores 
shown in parenthesis next to each. These show that higher scores for bullying are 
more associated with the aggressive and negative poles, although the pattern of scores 
would suggest that, as a factor in bullying, aggressiveness is moderated by the 
protagonist’s intention or more accurately, the purpose of the action. This is 
supported with reference to the transcripts. For example:
Participant 2 (male), “wasn’t bullying, that was more bad 
management situation ’’
Participant 5 (female), “using power in an assertive way to 
gain respect. ’’
It is noteworthy that, although language was not raised as a theme by any of the 
civilian participants, the aggressive / non-aggressive dimension also reflected the 
pitch of the language used. The tone of voice is seemingly as important, if not more 
important, than the content of the message For example clip 17 appears in the ‘non- 
aggressive / positive’ quadrant of the plot.
Participant 1 (female), “he kept his composure and these ones 
didn’t, so he could put his thoughts and arguments across quite 
clearly and concisely. ’’
No voices were raised in the scene, which featured a chef who expressed his concern 
that he frustrated the manager with whom he was in conversation and of whom he
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was asking permission to leave his current employment. The manager acknowledged 
that he had always felt frustration towards the chef and that the chefs resignation 
would save him the expense of sacking him. At the same time he also stated that it 
might take a few months to find a suitable replacement so the chef would have to wait 
until someone was found to replace him before he could leave. Despite being in the 
non-aggressive / positive quadrant, two of the six participants identified this as 
bullying in the structured sort, and Participant 1, who did not think it was bullying, 
did think that the chef would feel bullied and selected this scene as one in which she 
would least like to be involved. This suggests a general uneasiness with the situation.
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5.3.3 Results: Uniformed Officers
Using the same technique as described for civilian support staff results, data from the free 
sort procedure were used to create an M SA plot for the uniformed officers responses (figure 
5.3). Clips 1 and 5 are relatively close to and therefore hidden behind clips 22 and 18 
respectively.
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Figure 5.3: MSA Plot for Uniformed data. Numbers represent clip. Structured sort score for bullying in 
scene is shown in parenthesis. Key Code is shown in table 5.4
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Table 5.4: Uniformed officers: key code and in scene scores
Sector Mean Bullying 
in Scene Score
Key Code 
(Bullying in 
Scene Score)
Description of Clip
Partition I
Private rebuke 4.17 3 (5) ‘Bill’ scene, male CID sergeant being told off by male
CID inspector
4 (4) ‘The Governor’ prison governor and secretary
7 (4) Couple in relationship -  ultimatum
13 (4) Director and general manager meeting
17 (2) Chef requesting permission to resign
19 (6) Manager banging fist on table -  employee sitting
Partition II
Personally aggrieved 3.83 6 (4) Neighbours arguing
9 (4) Girl warning others that another is ‘cow’
10 (3) Traffic warden and members of public
12 (3) Driving scene
15 (6) ‘London’s Burning’ sarcastic remarks
21 (3) ‘Bill’ CID officers in lying scene
Partition III
Aggrieved with 
Authority
2.25 2 (3) Parents, headmaster and governor meeting
14 (5) ‘Bill’ scene, two CID officers entering house
16 (0) Police stop and search
20 Ù) ‘The Governor’ prison governor and prisoner
Partition IV
Aggrieved not 
Personal
5.17 1 (6) Army exercise female having water poured on her
5 (2) Army group being told off on parade ground
8 (6) Gordon Ramsey kitchen scene 
11 (5) Army exercise soldier on verge of collapse
18 (6) Army exercise crawling through mud
22 (6) Army kit inspection in barracks
Table 5.4 contains the bullying scores and ratings of clips. Both high and low scores 
for ‘bullying in scene’ appear in each of the free sort sectors. This would suggest 
that, although for uniformed officers bullying is not the primary means of evaluating 
a scene, it is a construct that adds a further dimension to all sectors and can be 
visualized as lying orthogonal to the current 2D MSA plot.
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The mean scores for the structured sort ‘scenes contain bullying’ appear in each 
partition, with the specific clip score appearing in parentheses next to the relevant 
clip. The text denotes some of the emergent themes fi*om the participants’ comments.
This time the participant themes divided the MSA plot into four roughly quartile 
sections. Once again all the military clips appeared in one partition (IV) but this time 
they were joined by the Gordon Ramsey kitchen scene (clip 8). The reason for this 
lies in the overarching theme for the segment, which suggests that the aggressive and 
authoritarian behaviours featured in the clips are targeted at correcting the behaviour 
of the recipient and as such are not meant to be taken personally, e.g.:
Participant 4 (male), “Because the role in the army requires it 
andfor the ch e f... being a chef requires him to be a bully”
Participant 9 (male), “...it’s the cultural thing. In the army 
situation for example where its more difficult, the kitchen chef 
thing the culture is worse than in the army”
In the left-hand partition (I) six clips appear, each of which contained an interaction 
between two people. These were interpreted in terms of private rebukes: one-to one 
reprimands of a business or personal nature essentially with no other persons present. 
It would appear that participants took note of the cause of the confrontations, together 
with the tone of language used in them:
Participant 10 (female), “trying to get their job done. ”
Participant 8 (male), “these [clips 4 and 7] are quiet chats but 
the [sic] implied threats within them. ”
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Another participant’s comment suggested that essentially it was the absence of 
onlookers that separated this grouping from the others.
Participant 9 (male), “simply between the two people and the 
behaviour may not be affected by the fact that it is being 
observed by others. ”
The second segment (II) focused on either personal interactions or workplace 
interactions that were seen to have developed a negative personal dimension thereby 
adversely affecting any communications. There was no obvious power differential 
between the protagonists in the scenes, and with one exception (12: driving scene), 
each clip featured onlookers. The categorization reflects the comments made by the 
participants, e.g.
Participant 4 (male), “These people know each other and so 
have got some history and [...] have got personal grievances 
two way. ”
Participant 10 (female), “friends or acquaintances not happy 
with each other. ”
Those issues reflecting dealings and frustrations with authority were all encompassed 
in partition III, where behaviour seemingly directed at the individual was seen as an 
expression of frustration with the office that the individual represented.
Participant 4 (male), “the case o f  someone who feels they are 
angry that they are the victim [...] but they were frustrated and 
frustrated in dealing with authority”
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Participant 10 (female), “that was an argument between the 
school with the father”
Participant 8 (male), the way that they deal with authority”
The uniformed officers’ primary constructs focused on personal interactions and the 
levels of personal involvement in situations. Some phrases used by uniformed 
officers do not appear in the other two groups, examples include:
Participant 8 (male), “issue confrontation and not personal. ”
Participant 9 (male), “much more o f  personal conflicts, 
personal relationships [...] interacting over some personal 
issue. ”
In a similar vein, references to ‘relationships’ appear 17 times in the uniformed 
participants’ transcripts, compared to 4 times for CID participants and not at all for 
civilian support staff.
This focus on personal involvement provides a possible explanation for tolerance of 
certain negative behaviours provided they are generally applied and not directed at 
the individual. For example:
Participant 11 (female), “it can almost be used as a 
management tactic, as a management tool which is something 
which is acceptable to management in some circumstances. ”
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5.3.4 Results: Criminal Investigation Department (CID) officers
Data from the free sort procedure were used to create an MSA plot (see figure 5.4) of 
CID officers’ responses. The data divides into six definable partitions, with those on 
the left half of the plot being considered unacceptable, whilst those on the right are 
acceptable. These acceptable / unacceptable constructs are further sub-divided 
according to whether the behaviour occurred in the military, in the workplace, or 
between individuals. Clip 15 is relatively close to and therefore hidden behind clip 8.
Partition I: Unacceptable/Military
1 ( 2 )
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11(2) 18(2) 
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2 (4)
14 (5) 
(3)21 
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8 (5)
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► abuse of authority
► private business
► dealing with public
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► not listening
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► unjustified
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4 (4)
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Mean bullying score 2.8
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► bullying /reasonable
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► reasonable
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► calm
16 (1)
20  ( 2 )
17 (3)
Partition III: Unacceptable/Private 
Mean bullying score 3.5
Partition VI: Acceptable/Private 
Mean bullying score 2
► home relationship ► reasonable
► not listening ► caring /listening
► bullying ► language
► not acceptable ► calm
► loud language ► democratic
► not job related ► not job related
► civilian ► no body language
► conflict ► not shouting
9 (4)
6 (3)
12 (2) 7 (2)
Figure 5.4: MSA plot for CID data. Numbers represent clip. Structured sort score for bullying in scene is 
shown in parenthesis. Key Code is shown in table 5.5
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Scores from the structured sort relating to ‘bullying in the scene’ (maximum 5), were 
mapped on to the plot. The mean scores for each sector are shown together with the 
ratings for each clip, which appear in parentheses next to the relevant clip numbers. It 
can be seen that higher scores consistently appear in the partitions denoted as 
‘unacceptable’.
Table 5.5: Criminal Investigation Department (CID) officers: Key codes and bullying in scene 
scores
1 Sector Mean 
Bullying in 
Scene Score
Key Code 
(Bullying in 
Scene Score)
Description of Clip
Partition II 4.25 2(4) Parents, headmaster and governor meeting
Unacceptable Work 3(4) ‘Bill’ scene, male CID sergeant being told off by
male CID inspector
8(5) Gordon Ramsey kitchen scene
10(3) Traffic warden and members of public
14(5) ‘Bill’ scene, two CID officers entering house
15(5) ‘London’s Burning’ sarcastic remarks
19(5) Manager banging fist on table -  employee sitting
21(3) ‘Bill’ CID officers in lying scene
Partition III
Unacceptable 3.5 6(3) Neighbours arguing
Private 9(4) Girl warning others that another is ‘cow’
Partition IV 1.8 1(2) Army exercise female having water poured on her
Acceptable 5(1) Army group being told off on parade ground
Military 11(2) Army exercise soldier on verge o f collapse
18(2) Army exercise crawling through mud
22(2) Army kit inspection in barracks
Partition V 2.8 4(4) ‘The Governor’ prison governor and secretary
Acceptable Work 13(4) Director and general manager meeting
16(1) Police stop and search
17(3) Chef requesting permission to resign
20(2) ‘The Governor’ prison governor and prisoner
Partition VI
Acceptable Private 2 7(2) Couple in relationship -  ultimatum
12(2) Driving scene
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The overall dichotomy between acceptable and unacceptable and the breakdown 
according to situation is succinctly explained in the words of one participant:
Participant 3 (male), “...behaviour to me is quite simple: its 
acceptable or its not acceptable within the context in which it 
is undertaken. ”
The emphasis on situation is reiterated by other participants.
Participant 7 (male), “and in such an environment I  think her 
behaviour was reasonable ”
Participant 12 (female), “trying to be democratic within the 
situation. ”
The split between the contextual settings of military, work and private was picked up 
by each of the officers, for example:
Participant 12 (female), “they are in professions and similar, 
as I  see as a similar type o f  thing, where that to me is private 
business and that is sort o f  home types o f  things away from  
work. ”
Participant 13 (male), “I  have put the first category o f  what I  
consider direct behaviour by bosses, managers, governors call 
them what you will. I  have kept the army together [...] they are 
all army behaviour [...] I  have got another category non­
bosses. ”
The military clips were acknowledged to have strong language, shouting and even 
bullying behaviour, but these were considered reasonable, necessary and therefore 
acceptable within the context. Given the vertical partitioning of the plot, into 
acceptable and unacceptable areas, it might be expected that Partition I would contain
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unacceptable military clips. Despite containing a range of activities none of the 
military scenes presented to the CID participants were seen to fall within this 
category.
The components that differentiated between acceptable and unacceptable workplace 
behaviour included, the abuse of authority, the tone and content of language, whether 
or not the authority figure listened to the other party and the justification for the 
behaviour:
Participant 12 {îqvosXq) fu s in g  his authority in an 
inappropriate way. ”
Participant 6 (female), “over the top language to an employee ”
Participant 7 (male), “he was getting wound up on the basis 
that his complaint on behalf o f  his daughter wasn’t being taken 
seriously. ”
The notion that ‘not listening’ makes a behaviour unacceptable also extended to the 
private sector of the triad.
Participant 13 (male), “not prepared to talk. ”
The army clips were rated low on bullying despite negative descriptions of the 
treatment in such scenes. For instance.
Participant 1 (female), “I  think they are treated like they are 
not human beings ”
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This apparent contradiction is perhaps explained with reference to the adjectives such 
as ‘necessary’ and ‘reasonable’ that were used together with the ameliorating factor 
of context, e.g.
Participant 3 (male), “this is military [...] first thoughts are that 
some people might find  that or classify that as bullying or 
something. I  actually find  that behaviour in that context perfectly 
reasonable. ”
It is presumed that the barren sector on the MSA plot represents ‘unacceptable army’. 
Unfortunately this remains unconfirmed at this stage as none of the militaiy scenes 
appeared in this section.
Work interactions, even those with negative overtones as in disciplinary meetings 
were not automatically assigned to the acceptable or unacceptable sectors. The 
working context, purpose and tenor of the encounters were reflected in the 
categorization.
5.3.5 Overview of ‘Bullying in the scene’ structured sort
In order to assess whether the perception of bullying fell within definable group 
boundaries, an SSA plot (figure 5.8) representing the data obtained fi'om the ‘bullying 
in the scene’ structured sort was produced using a 17 x 22 matrix (participants x 
clips). The data were dichotomous with 0 representing no bullying in scene, and 1 
representing bullying in scene. The plot presents a rather complex picture with
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distinct areas predominated by uniformed or CID officers but with considerable areas 
of overlap.
C o f A :  0.15
civilian
detf12
uniflO
unimS
civfIT
civfl
detmT
civm2
detm3
ci¥m16
CIDuniform
detm13
Figure 5.5: plot of'bullying in the scene' responses. Number represents participant and 
department
Code first three letters: civ = civilian; det = CID; uni = uniformed; fourth letter : F= female; 
m=male
The points representing the CID officers are contained within the area marked with 
the dashed line. Although uniformed officers predominate the left side of the plot, 
two appear within an enclave of the CID partition. The points representing the 
uniformed officers are located in a smaller physical space than the CID officers
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suggesting greater concurrence between these officers. The civilian points are widely 
scattered around both the uniformed and CID partitions.
It would appear that there is a discernable difference between the three groups but 
that this difference does not divide absolutely along the predicted lines. It is possible 
that the pattern emerging through the plot could represent an ‘headquarters effect’ of 
participant selection: that civilian support staff might be showing affiliations for the 
arm of the service to which they might be attached, and that some of the uniformed 
and CID participants might be working in close collaboration with each other.
5.3.6 A sliding scale of bullying: the military example
Of particular note were the assessments given of the five military clips included in the
presentation. These were all taken fi*om the docusoap ‘Soldiers to Be’ and featured:
a) a female recruit having water tipped over her head by an instructor in front of her 
companions during a training exercise (Clip 1)
b) a squad of young male recruits being shouted at by drill sergeant (Clip 5)
c) the interaction between instructors and single male soldier on point of collapse 
after becoming detached fi"om group on route march (Clip 11)
d) instructors treatment of young soldiers crawling through mud on exercises (Clip 
18)
e) instructors treatment of young soldiers during kit inspection in barrack room -  
criticism of individuals in front of group (Clip 22)
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The featured clips were selected as encompassing a range of activities from exercises, 
through drill instruction, to kit inspections with different dynamics of females, males, 
individuals and groups. The objective was to see whether the military activities would 
be perceived as a 'special case’ scenarios and therefore put into one separate category, 
whether the individual dynamics would be considered and rated on a separate sliding- 
scale to non-military activity or whether the clips would be treated in the same way as 
the non-military clips.
The video-clips featuring the army produced consensus from participants. It would 
seem that the army is treated as a ‘special case’. This is best illustrated with reference 
to the transcripts.
Participant 1 : “That was, when I  watched it, it was all very degrading 
hut I  understood. I  don V think the actual soldiers themselves would. 
They would know the actual reasoning behind the way they were being 
talked to like that so I  suppose I  would say that it was learning through 
humiliation. ”
Participant 2: “Having been in that environment it was a situation 
where you expected that behaviour. I t ’s bullying tactics but I  think 
from the military point o f  view they think it builds reliance... ”
Participant 3: “I  think other people would see it as bullying, I  don’t, 
that’s training.”
Participant 4: “You could say that the people who join the army [join 
it] to be shouted at. ”
Participant 5: “They left me feeling quite uncomfortable... Its still 
power but its motivation isn’t it? To try and make these people not be 
last or to finish -  to complete. ”
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Participant 7: “on all the army ones there is a fine line I  think to be 
drawn between motivating behaviour and bullying behaviour.... I  think 
the difficulty the armed forces have got is that in order to get persons 
up to the required standard and to get them working to the maximum 
physically, there has to be a degree o f  verbal chastisement. ”
Participant 8: “It is about putting people under pressure to conform 
and succeed... and although it is embarrassing and derogatory it isn Y 
meant to destroy their self worth its meant to chivvy them to perform. ”
Participant 9: “ ...the army ones are interesting because i f  you apply an 
external objective judgement and say that sort o f  shouting and 
swearing at people is bullying but there are a lot o f  people that 
contend that it isn Y because everybody gets the treatment metered out 
fairly and it is all part and parcel o f  the process o f hardening 
people... ”
Participant 10: “The army is easy. I  find  that easy to put them all in 
one group because they were being trained and although I  don’t 
necessarily agree with the way they were doing it they were being 
trained and I  can understand the behaviour... ”
Participant 12: “I  think that the way that they were spoken to again is 
not treating them like human beings but I  am ever so divided about, 
maybe that is the way their training has to be. ”
Participant 13: “I  accept that that is the way the young soldier learns 
the art o f  discipline. ”
Participant 14: “Well I  mean you could put that one with that shouting 
but for a purpose... here they treat them as cannon fodder get them in 
a short space o f  time as proficient soldiers because that is what they 
are going to use them for. ”
It would seem that participants use a different standard when considering army 
activity with the level of acceptable behaviour falling some way short of that of the 
rest of society.
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5.3.7 The complex construct of power
Previous studies (e.g. Bjorkqvist, Osterman & Hjelt-Back, 1994; Einarsen & 
Skogstad, 1996; Hoel & Cooper, 2000) have emphasised the role of power, but 
little distinction has been drawn between the different forms of power as 
elucidated by Collins & Raven (1969). The wording in the dictionary definition of 
bullying presented in chapter two, “to hurt, intimidate or persecute (a weaker or 
smaller person) especially to make him [sic] do something” (Concise English 
Dictionary), suggests that bullying entails an element of coercive power, and this 
aspect of bullying seems to have been recognised by participants in study one:
Participant 5 (female, civilian) “she was using power against 
that person, “i f  you say anything about what has happened 
here then there will be repercussions.
Participant 7 (male, cid) “he was giving her an ultimatum”
However, it also became apparent that some participants were distinguishing 
between the different types of power seen in the video-clips:
Participant 3 (male, cid) "... its not a disciplined organisation 
but the chef wears a uniform, and the cook in the other one 
clearly is in a position o f  authority”, “... representing the 
organisation ”.
Here the wearing of uniform suggests that the social norm designates legitimate 
power, but the role also conveys an element of power based on expert knowledge.
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Participant 4 (male, uniformed) “the power o f  the state in its 
many guises...there is no way around it you have to co-operate 
with somebody... you need to also keep the other people happy 
at the other end o f  the phone that you are speaking to or 
writing to in order to get your tax return accepted or get you 
child in the right school. They have the power over something 
you are interested in... and there is an element where, it is 
statutory power but the personality bit comes into it as well... 
and the second group is power but it is power because the 
person who employs you has influence over you”.
This participant specifically refers to different types of power: ‘have to co-operate 
in order to get your tax return accepted’ (reward and/or coercive power, i.e. 
perception of the ability to punish); ‘there is an element where it is statutory 
power’ (legitimate power); ‘the personality bit’ (referent power, i.e. less powerful 
individual wanting to identify with more powerful individual; coercive power); 
‘person who employs you has influence over you’ (reward / coercive / expert).
5.4 Discussion
5.4.1 Comments on the ‘free sort’ findings
The chapter on the culture of the service described how it comprises a number of 
distinct departments each of which, through training and socialisation, engenders a 
strong feelings of belonging with its membership (e.g. Fielding, 1988; Trice & Beyer, 
1993). These departments manifest differing working ethos (e.g. Manning, 1980; 
Skolnick & Fyfe, 1993). These led to the expectation that there would be differences 
in the interpretations of bullying behaviours.
In line with expectations, MSA analyses of the ffee-sort data collected in the multiple 
card sort suggest that civilian support staff, uniformed officers and CID officers used
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different strategies to interpret the behaviours that they witnessed. Based on the ffee- 
sort findings, it would appear that although all the participants saw the same sequence 
of video-clips, their categorisation of stimuli differed in line with the department 
within which they were employed.
Civilian personnel based their interpretation on their understanding of the behaviour, 
its affective component and the underlying intention, whilst uniformed officers 
concentrated on the purpose, personal interactions and level of personal involvement 
in behaviour, and CID officers on whether or not the behaviour was acceptable within 
the context in which it occurred.
The construct of bullying, a term only introduced by the researcher in the structured 
sort phase, rarely emerged as a primary construct in the free sort exercise, although 
the results of the free sort data mapped more readily on to the civilian and CID plots 
than on to that produced by uniformed officers. This would suggest that for 
uniformed personnel, bullying frer se" was not a primary consideration in evaluating 
the scenes.
Taking each department in turn: The level of aggression was one of the factors 
determining the partitioning of the civilian support staff msa plot. This finding would 
have been predicted by a number of researchers into bullying (e.g. Batsche & Knoff, 
1994; Bjorkqvist et al, 1994; Einarsen & Raknes, 1997; Zapf & Leymann, 1996), 
who maintain that bullying behaviour can be conceptualised as a continuum of 
aggression. However, the civilian support staffs concentration on pitch and tone of
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remonstrations, rather than on the nature of the communication, as the primaiy 
indicator of the degree of negativity and aggression is informative.
It would appear that uniformed officers placed greater emphasis on the context of any 
interaction and less on the manner of its execution. As mentioned in chapter two, the 
contextual component of bullying has not been widely researched, but this finding 
would suggest that the same action might be interpretable as bullying or not bullying 
depending on the circumstances surrounding its occurrence. At the same time, 
physical considerations such as whether the events occurred 'in camera" were given 
primacy over the affective response of the victim. This again contrasts with the 
suggestion made by some researchers into bullying (e.g., Einarsen & Skogstad, 1996; 
Vartia, 1996), for whom the effect on the victim is an essential component of 
bullying.
Analyses of the free sort data obtained from the CID officers suggests that they 
employed a dichotomy, i.e. acceptable / unacceptable. Once again the importance of 
the context within which the behaviour occurred, i.e. in the military, at work, or in a 
private situation, was apparent. The setting was considered before the acceptability or 
otherwise of a given action was determined. Thus strong language and shouting / loud 
language, which were commented upon by participants, were considered acceptable 
in the military situation but not in the workplace.
The finding that across all three groups negative behaviour was discounted in the 
military clips indicates that there might be a contextually determined sliding scale of 
bullying, with behavioural judgements influenced by the expectations and standards
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within given organizations. This requires further research but has important 
implications given the investigation of bullying and unexpected deaths in military 
training at Deepcut.
This might have been predicted from the conclusions drawn from chapter two that, a) 
although there was little research looking at context specifically, there was a need for 
the situational component in bullying to be considered; and, b) that the notion of 
bullying is a slippery one perhaps reflecting group differences in its meaning. In the 
theoretical chapter the possible reasons for such differences were explained within a 
framework of social representations and identification.
The military example also raised the issue of the complexity of the power component 
of bullying. Participants made reference to the different types of power and 
differentiated between its use and abuse. This is an aspect of bullying that has not 
attracted much attention in the past, but is an area that might well warrant additional 
research.
5.4.2 Lessons for future research
It is apparent that a revision of clip selection would be appropriate for future research 
using the same methodology in order to identify the missing plot components 
highlighted by the free sorts, and to give adequate scope for participants to 
demonstrate the role of these factors in perceptions of bullying. It is also suggested 
that subsequent research using a similar technique could usefully examine the extent 
to which in-group discussion would serve to attenuate or accentuate evaluations of
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bullying as v^ould be suggested by the ‘Risky Shift’ phenomenon identified by Stoner 
(1968). For the purposes of this thesis, however, the main study will use a 
quantitative approach to test the relevance of the components of bullying across the 
breadth of the constabulary, and to identify departmental differences in shared 
perceptions of bullying with the constabulary.
The issue of culture also requires additional attention. It could be argued that a 
limitation of this study lay in the assumption that the categories associated with 
uniformed, CID and civilian support staff would be the most effective in measuring 
the effect of organisational identification on personal perceptions of bullying. 
However, participants were not qualified by measuring the salience to them of 
belonging to the group. It was suggested in chapter four that the impact of group 
identity might be moderated by its salience to the participant (e.g Abrams & Hogg, 
1999) and that in turn this, together with the salience to the group of the 
representation itself, might be reflected in the availability of the group’s social 
representations to the individual (e.g. Breakwell, 1993b). The main study will, 
therefore incorporate measures of salience of identification at different organizational 
levels of the police service.
5.5 Critique of the new methodology
The introduction of video-clips in the multiple card sort procedure proved 
effective, being both well received by participants and producing meaningful 
results.
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The initial requirement was to locate the constructs of bullying used within the 
police service. The multiple sort procedure has been advocated as a highly 
effective and valuable method for gathering user input (Faiks & Hyland, 2000) 
and it has been used in research dealing with other sensitive issues (McGuikin & 
Brown 2001). As such it was considered an appropriate method for the first study, 
but the choice of stimuli was more problematic.
Consideration was given to scenarios, cartoons and pictures, but the limitations of 
each of these prompted the development of a new approach, i.e. that of 
incorporating video-clips into the process. This added the possibilities of multi­
faceted scenes featuring a range of the aspects of bullying identified in the 
bullying literature. Before embarking on the time-consuming task of video-clip 
selection the issue of copyright was addressed. Telephone calls were made to the 
main television companies and assurance was gained that the reproduction of 
short clips of pre-broadcast television programmes for research purposes was 
permissible and would not require clip-by-clip permission although technically in 
breach of copyright.
The collection of prospective video-clip material was time-consuming, but in 
order to check that researcher bias was controlled, the final selection of clips were 
viewed and approved by published researchers in the field of bullying. The initial 
order of presentation of the clips was determined with reference to randomising 
tables but equipment limitations meant that once established this order was 
constant for all participants.
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Despite preliminary testing with students and staff at the University, it had been a 
concern that recalling the detail of twenty-two clips might represent a problem for 
participants. Care was taken to ensure that the stills used in the actual card sort 
showed the actors and context as clearly as possible and participants were 
prompted to look at the relevant still on the conclusion of each video-clip so that 
they would also serve as an aide mémoire. On-screen instructions preceding each 
clip also drew the participants’ attention to the fact that they should be 
concentrating on the behaviour within the scene as it was expected that this would 
focus attention away from distractions such as clothing or accent.
This novel approach proved successful on a number of grounds: a) it produced 
data that located the main components of bullying for the participants; b) it 
circumvented the possible problems of sensitivity that might have been aroused 
by drawing attention to the fact that the research was to address issues of bullying; 
c) it allowed participants to use their own constructs and strategies for interpreting 
scenes of bullying; and, d) it was well received by participants. This has prompted 
other researchers to consider the new approach for their own studies.
Pragmatically, criticisms can be levelled at the way in which the new 
methodology worked in terms of the equipment used in the procedure and on clip 
selection.
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5.5.1. Equipment
Generally the equipment worked well although there were minor irritations. The 
presentation of video-clips was shown on a standard notebook pc. Although the 
picture quality of 1024 x 768 resolution with refresh rate of 65Hz is acceptable, 
the size of the screen (15”) was possibly smaller than ideal. Portability did 
however mean that any problem of reflection off the screen was easily remedied. 
The sound quality was more of a problem with the internal speaker specification 
proving inadequate for the slightly hard of hearing and generally if there was a 
high level of ambient sound during testing. Female voices were more audible than 
male voices and the sound level fluctuated between clips. This problem should 
have been identified and corrected at the editing / assembly stage but could have 
been addressed at the time of presentation through the use of external speakers.
5.5.2. Clips
It is acknowledged that clip selection played an important role in the study one 
especially as the choice of components of bullying played a pivotal role in the 
second study.
Clips were selected from drama series and docu-soaps. It is acknowledged that 
this could lead to criticism on the basis of participant expectations of the 
characters in the scenes and that prior knowledge might influence the 
interpretation of the clips. This was an issue that had been considered from the 
outset. The gathering of material from popular sources may not be ideal, but it is 
argued that as long as the participants start with an equal knowledge base this 
need not be problematic. One criticism of the current study, however, is that as no
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check was administered it is not possible to be assured that all participants did 
indeed start with the same level of knowledge. In future this could be addressed 
by including such a check question, obtaining footage from older material, using 
less well-known scenes or commissioning original material, although the expense 
of the latter might prove prohibitive. Further possible problems relate to the 
varying length and complexity of clips. Greater emphasis on standardization 
would improve the method.
Unfortunately the medium does not readily lend itself to demonstrations of social 
exclusion or temporal aspects of behaviour although these were implied in some 
scenes (e.g. clip 6 the neighbours dispute ‘you made my parents’ lives hell’; clip 
13 ‘you tend to say to me why has this not been done, why has that not been 
done’; clip 16 the police stop and search ’I’ve had nothing but stick since I got out 
of court’; clip 17 ‘you have frustrated me from day one’; clip 19 ‘why do I have 
to come in here every Friday’) This matter could at least in part be addressed in 
future exercises through instruction manipulation but there is obviously scope for 
development in this area.
The video-clips selected did not address all the areas on the msa plots drawn for 
each group of participants. For instance there were no clips in the ‘unacceptable / 
militaiy’ zone of the CID msa plot. This was unfortunate but, using the findings 
from this study, future research could usefully address the type of behaviours that 
would meet the criteria for such classification.
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5.6 Conclusion
The stated objectives of this study were to demonstrate: a) sub-cultural differences in 
the evaluation of bullying behaviour; b) to identify the components of bullying 
relevant to the police service; c) the efficacy of an innovative card sorting procedure.
The free-sort results demonstrated differences, along group lines, in the general 
interpretational strategies used by participants. The findings with regard to the fixed 
sort addressing bullying in the scene were more complex, with discernable but less 
distinct differences between the groups.
In the quest to identify those components strongly associated with bullying in the 
policing context, the aim was to understand bullying by systematically identifying 
and describing themes rather than to indicate how many individuals mentioned or 
conceptualized a particular theme. The themes that emerged centred around issues of 
power, the personal nature of behaviour and context.
Participants were receptive to the new methodology, and were able to perform the 
task satisfactorily producing valid data, thereby endorsing its use. The inclusion of 
video clips as stimuli presented the participants with additional context around which 
to discuss the issues of behaviour.
The findings from this study have proved sufficient to inform the proposed model for 
the perception of bullying, which will be presented in the next chapter.
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Chapter Six
Developing a Theoretical Model of Bullying
6.1 Introduction
The conclusion drawn from chapter two was that the meaning of bullying is not 
universally accepted, raising the possibility that rather than being an objective reality 
it might be a construct negotiated within the social group. Chapter four described how 
and why group processes might lead to differences in the shared knowledge of 
bullying, and the influence that this might be expected to exert on individual 
members.
In chapter three, the arguments were presented for thinking of the police service as an 
organisation comprising a number of sub-cultures, which might have different 
understandings and tolerances of bullying. Study one demonstrated that, although 
participants recruited from civilian support services, uniformed officer and CID 
officers used different strategies for interpreting scenes incorporating bullying, they 
shared a number of common components of bullying, i.e. inequality of power, the 
personal nature of behaviour, and the context within which the action occurred.
The aim of this chapter is to develop a model for the perception of bullying in the 
workplace within the context of the police service. This will take the form of a 
mapping sentence: a technique usually associated with facet theory, but also a useful 
and accessible device for setting out the variables, constituent values and expected
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relationships for hypothesis testing (Brown & Barnett, 2000). The framing of the 
mapping sentence imposes a disciplined approach requiring the researcher to establish 
the bounds and rationale of the research in terms of the facets of domain (content), 
background (demographic), and range (response) together with their hypothetical 
relationships. In addition to the demographic and identification variables the mapping 
sentence will also incorporate the components of bullying identified in study one. The 
mapping sentence will be tested and refined through quantitative study. As such it 
will not only provide a valuable contribution to research in the area, it should also 
have relevance to the applied field where it could usefully inform training and policy.
6.2 The rationale supporting the mapping sentence
6.2.1 Power differential
One theme that emerged from both the bullying literature (e.g. Einarsen & Skogstad, 
1996; Farrington, 1994; Leymann, 1993; Olweus, 1995) and study one was that of the 
power differential between perpetrator and victim.
According to Collins & Raven (1969) the behaviour of a group reflects the way in 
which power operates. They identified six types of power: reward, where power is 
seated in the perception of the ability to grant reward; coercive, where power is seated 
in the perception of ability to punish; referent, where the less powerful individual 
seeks to identify with the more powerful individual; expert, where power originates 
from the perception of greater knowledge; legitimate, where social norm designates 
power; and, informational, where a separate source provides information suggesting 
that presence of power.
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The use of police officers in the current study offers an opportunity to explore the 
particular powers associated with rank (legitimate power) and authority as represented 
by experience (expert power). It could be argued that in an hierarchical organisation 
such as the police force, rank also encompasses reward and coercive power. Research 
(e.g. Cartwright & Zander, 1968) would suggest that such overlap or interdependence 
is to be expected. If this occurs the relative strengths of these other factors might be 
teased out in later research.
Historically the police service was based on the military model (see chapter three), so 
it is probably no accident that the respect for rank that is so dominant in the armed 
forces also echoes in the police force. However, the demands of the modem service 
require the recmitment of greater numbers of better-educated individuals, who by dint 
of an educational system that encourages a questioning approach are more likely to 
challenge the status quo. This has accompanied the policy of the ‘accelerated 
promotion scheme’ aimed at recmiting talented individuals in a competitive labour 
market. As the name implies, this scheme advances selected recruits through the 
lower ranks within a shorter timefi*ame than was possible under the traditional 
promotion process. In this way it is possible for a higher-ranking officer (legitimate 
power) to have less knowledge and skill (expert power) than those under his or her 
command.
6.2.2 Context
As was so clearly demonstrated in study one, the context within which any behaviour 
occurs is important to its interpretation. In selecting an appropriate contextual setting
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it was necessary to consider those areas of policing likely to be meaningfixl to 
prospective participants. Consideration was therefore given to two different arenas of 
policing that it was thought would satisfy this condition, i.e. community policing 
versus public order policing, and police training versus police operations: both 
offering fruitful areas for research.
The interaction between personal and social identity and the influence of group norms 
on behavioural judgements could be implicitly examined through the manipulation of 
the situational component between community and public order policing. Whilst 
community policing depends more heavily on the individual, public order policing 
mainly comprises a de-individuated, collective activity. The expectation would be that 
in the community policing setting, group norms would have less influence on social 
judgement, whereas in the public order policing setting, group norms would have 
greater influence leading to the expectation that there would be greater congruence in 
the evaluation of salient social behaviour.
In study one it was apparent that bullying type behaviours in training situations were 
treated as qualitatively different to those in non-training situations. In the military 
clips specifically, greater tolerance of verbal abuse and humiliation was justified on 
the grounds that such behaviour was used as a tool to training and as such was an 
essential component in the instructor’s repertoire.
Participants in study one suggested that the inherently risky nature of military 
operations and the time-limited training opportunity necessitated training techniques 
that would be inappropriate elsewhere. There are a couple of strong parallels between
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the police force and the military in that both are strictly hierarchical and despite 
statistical evidence to the contrary, policing is often seen as a high-risk occupation. It 
was therefore decided that the contextual component should include police traimng 
versus police operations in a public order context.
6.2.3 Type of behaviour
The bullying literature includes an array of behaviours that could constitute bullying, 
these include, humiliating, isolating, verbally abusing, name calling, rumour 
spreading, threatening, giving demeaning tasks. An obvious additional resource for 
identifying suitable behaviours was study one transcripts, where euphemisms for 
behaviour, such as ‘bollocking’ (severe telling off) could be identified and where 
distinctions were drawn between general behaviour, and behaviour directed at the
individual.
The research task was to select actions that were sufficiently variable to attract 
different judgements yet would reasonably be expected to occur within the fi-amework 
of the contextual setting. It was determined that persistent criticism, which is widely 
recorded as bullying in the literature, fitted the requirements of the research and that 
through the addition of wording it was possible to change the focus of the behaviour 
from one based on professional grounds (‘persistently criticised ... their performance 
was way below standard’) to one based on personal grounds (‘persistently criticised... 
their performance was way below standard because they were stupid ).
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6.3 Group influences on shared representations of bullying
The argument was presented in chapter four that social representations are produced 
and transmitted within the group (Moscovici, 1961, 1984). Attention was also drawn 
to the difference between knowledge about a social issue and acceptance of and belief 
in that knowledge (Fraser, 1994). Chapter three elaborated on the culture of the police 
service explaining how there might be differences between the official and unofficial 
approach to bullying. It would seem likely that all officers would have knowledge of 
the organisation’s official social representation of bullying, but that the extent to 
which they share it would depend on their identification with other social groups that 
might have differing views.
Locating social identities is important but a further step is necessary: understanding of 
the groups’ values, which according to Rokeach (1973:24) ‘ ... are determinants of 
virtually all kinds of behaviour that could be called social behaviour -  of social action, 
attitudes and ideology, evaluations, oral judgements and justifications of self and 
others, comparisons of self with others and attempts to influence others” will provide 
an underpinning to the content of these identities. As the values espoused by groups 
determine the acceptability of behaviour, they are also likely to be antecedents of the 
groups’ social representations of bullying in the workplace. Further members sharing 
those values are more likely to interpret events in the same manner, i.e. perceived 
shared values are associated with the shared perception of bullying.
The selection of demographic and career group variables for the study was guided by 
past research into both bullying and / or identity.
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6.3.1 Social Groups
As explained earlier, social groups may be horizontally or vertically related. Whereas 
an horizontal association suggests discrete groups of equal status, groups represented 
on a vertical plane are inter-related such that membership of a sub-ordinate group 
necessarily infers membership of the supra-ordinate group. The structure of discrete 
units increases the likelihood that there will be differences in the SR of bullying held, 
but in developing the model both horizontally and vertically related demographic and 
career (organisation) -  based social groups were considered.
Gender
There is evidence to suggest that gender is relevant to the social knowledge of anti­
social behaviour, for example: Weeks, Moore, McKinney & Longenecker (1999) 
considered the role of gender in ethical judgements where they found that females 
adopted a stricter ethical stance than their male counterparts on 7 out of 19 vignettes; 
Young, Van Knippenberg, Ellemers & de Vries (1999) looked at the asymmetrical 
perception of men and women, finding differences in the ways in which women 
organised perceptual information; Baird, Bensko, Bell, Viney, & Woody (1995) found 
that women were more likely to perceive a hostile environment as sexual harassment; 
and, Astin, Redston & Campbell (2003) identified gender differences in the social 
representations of aggression with women tending to hold an expressive 
representation, thinking in terms of loss of self-control, while men hold an 
instrumental representation concentrating on aggression as a means of imposing 
control over others.
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Studies would suggest that not only do women have heightened perceptions of 
aggression (Jansen et al, 1997) and sexual harassment (Baugh, 1997), which can be 
regarded as a form of bullying (Bjorkvist et al, 1994), but that there are also gender 
differences both in the prevalence rates (12% of women as against 10% of men self- 
reported being bullied) (Hoel & Cooper, 2000) and explanations for bullying with 
more men than women emphasising the role and responsibility of the victim (Salin, 
2002).
The argument for including a gender variable in the study is fiirther strengthened with 
reference to the culture of the police service, which it has been suggested, places an 
emphasis on masculinity (e.g. McNeill, 1996; Smith & Gray, 1983), resulting in 
inequality in the treatment of women within the service (e.g. McNeill, 1996; Prokos & 
Padavic, 2002), and an under-representation of women officers across the rank 
structure and specialisms of the service (HMIC, 2000a). This increases the 
expectation that there will be differences between male and female officers in their 
experience of bullying and on the degree to which they share the organisation’s 
representations of bullying.
Marital Status
Work by Sherman, Hamilton & Andrews (1999) suggests that people ascribe different 
values to membership of different types of groups, with high-intimacy groups such as 
family being rated the highest. There are two ways in which the marital status of 
respondents might influence the sharing of the social representations of bullying with 
the constabulary:
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1. Family commitments may limit the time for informal socialisation with 
colleagues. It has been argued that socialisation, which has been described as the 
process of identity transformation (Fielding, 1998), is the means whereby 
individuals are shaped to fit in with and continue the prevailing social order by 
imparting the knowledge to new members of how to think and behave to conform 
to the needs of the social group (Trice & Beyer, 1993). This might lead to the 
expectation that marital status would have an effect on shared representations of 
bullying;
2. Jobs within the police service may entail anti-social hours, periodic geographical 
moves, limitations on friendship circles and hyper-awareness of behaviour within 
the community. It is reasonable to expect that such demands might impact on 
relationships outside the police domain. In turn this might result in tensions such 
as work-family conflict, differential commitment, or modified attitudes and 
values, which again might be expected to impact on identification and therefore 
shared representations of bullying.
Ase and lensth ofservice
Research by Quine (1999) and Rayner (1997) would suggest that the risk of bullying 
decreases with age, although in the special version of their report produced for the 
Police Federation in England and Wales, Hoel & Cooper (2001) found a slightly 
different pattern in age-relationships with bullying. Their findings suggest that 
officers in the youngest and middle age bands were exposed to more bullying: 24 or 
under = 20.8%; 25-34 = 9.8%, 35-44 = 13.1%, 45-54 = 11.5%, 55-70 = 0%.
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The inclusion of an age and / or length of service variable might also provide valuable 
additional information linking identification with shared social representations. Age 
has been recognised as being relevant in group and identity research, where the effects 
of age have been noted in professional socialization (Waugaman & Lohrer, 2000), 
organizational citizenship behaviour (Chattopadhyay, 1999), stereotyping (Hale, 
1998) and conflict (Felled, Eisenhardt & Xin, 1999).
Length of tenure has also been associated with commitment, for instance Beck & 
Wilson (2000) found that the level of affective commitment (commitment based on 
emotional attachment) to the organisation recorded by officers in the Australian Police 
Force decreased as the period spent in the job increased. This contrasts with Delobbe 
& Vandenberghe (2000) who posit that tenure should increase affective commitment 
reflecting either, a) the opportunities received to better one’s position improve over 
time, or b) that employees with low affective commitment leave the organisation in 
early employment. Furthermore they suggested that length of tenure also increases 
continuance commitment (commitment based on the perceived lack of a viable 
alternative) because of accrued investment in the organisation. As commitment might 
be thought of as a component of identification (Tajfel, 1978) it is appropriate that 
some form of age-based variable be included in the model.
As it is expected that there will be a high correlation between age and the number of 
years’ service (tenure), it is proposed that only one of these variables, i.e. length of 
tenure will be incorporated in the model.
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Education
As mentioned in chapter three describing the culture of the police service, officers 
were traditionally recruited fi*om the working class or ‘blue-collar’ workers with little 
regard to educational requirements. Although there are still no formal educational 
requirements for entry into the police service, changes in the nature of policing and 
Government moves encouraging young adults to undergo further education is likely to 
impact educational level of recruitment into the police.
College-educated officers might be expected to have a greater appreciation for the 
broader aspects of policing in a modem multi-cultural society (Paoline, 2003), and 
might therefore differ in the degree to which they engage with the traditional culture. 
Links between educational achievement and social identity have already been 
established (O’Connor, 2001), and it is anticipated that rather than acting directly on 
the social representation of bullying, the educational background of officers vdll 
affect the degree of identification with the workgroup.
Previous Occupation
The research would suggest that there are occupational differences in the incidence 
rates of bullying (Hoel & Cooper, 2000). Links have already been drawn between 
masculine traits and bullying (e.g. Batsche & Knoff, 1994; Einarsen & Raknes, 1997; 
Zapf & Leymann, 1996), and this would seem to be supported by studies researching 
the topic within primarily masculine occupations, for example Einarsen & Raknes 
(1997) reported an 88.5% prevalence rate among industrial workers in Norway, and 
Sawa & Alexandrou (1998) reported a 43% incidence rate among employees, mainly 
lecturers, in further and higher education.
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If, as suggested by Rokeach (1973), different occupations embrace specific sets of 
values, and employees come to share the system of meanings, understandings, values 
and beliefs of their organisation (e.g. Deal & Kennedy, 1982; Schein, 1985), 
consideration should be given to the possibility that there might be a residual effect of 
past employment on the representations of bullying held by the current group. If the 
service recruits more heavily from other masculine occupations it is less likely that the 
existing culture will be challenged, and more likely that such recruits will adopt and 
adapt to the social representations of their new group. This might be of particularly 
relevance in instances where the group might have an over-representation of officers 
having the same previous occupation. For example, given the historical connection 
between the military and the police service and the past similarities between their 
recruitment requirements, there is a possibility that ex-military personnel might 
represent a disproportionate influence in some areas of policing. By incorporating the 
previous occupation as a separate variable it should be possible to measure any such 
effect.
Recruitment method
At the recruitment stage, certain individuals identified by the organisation as possible 
‘high flyers’ are accepted on to the Accelerated Promotion Scheme (APS). This 
guarantees early promotion through to the middle ranks, i.e. Inspector. Given the 
truncated period spent in the lower ranks, exposure to socialisation processes is less 
than for officers recruited under the normal scheme. If, as posited by Trice & Beyer 
(1993) the role of socialisation is to shape the individual to fit the prevailing social 
order, it would be expected that officers recruited under the APS scheme would
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identify less than other officers. Additionally the emphasis on career for APS recruits 
is likely to be reflected in differences in both the level and type of commitment 
compared with non-APS officers.
Devartments
Researchers such as Nauta & Sanders (2001), and Ylijoki (2000) have identified that 
cultural and performance differences may occur in departments within single 
organizations. There are reasons to expect that such differences also exist in the 
police service, and that these might be particularly informative with respect to shared 
social representations of bullying. There are two main reasons to suggest that this 
might be so:
1. departments tend to be task delineated breaking down along occupational lines. As 
officers tend to describe themselves in terms of their speciality, i.e. job title such 
as detective or dog handler, rather than through the use of the generic term police 
officer, and job titles have been seen to serve as prominent identity badges 
(Ashforth & Kreiner, 1999) department membership is expected to be an 
important contributory factor in the sharing of the constabulary’s social 
representations of bullying;
2. some specialist departments and / or teams operate as close-knit, almost closed 
communities often with ambivalent and ambiguous hierarchical allegiances and 
poor horizontal communication with other departments (Cain, 1973). The cultural 
proclivity to see the social world in terms of ‘us’ and ‘them’ might result in the
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department distancing itself from the social representations of bullying held by the
constabulary.
Support for the notion that there will be sub-cultural differences between police 
departments is forthcoming from the research. Paoline (2003) argues that some of the 
variations in organisational environments between departments reflect differences in 
emphasis on administration and bureaucracy between service and crime-fighting 
units. As these types of working practices reflect decisions made by police 
administrators such differences could represent organisational cultural influences 
resulting in adapted working styles. For example, the crime-fighter style is not 
appropriate in service- oriented departments.
The organisational culture might influence the parameters within which officers carry 
out their duties, but it is likely that there is also an influence of occupational culture 
reflected in the way in which organisational objectives are achieved on a day-to-day 
basis. Studies by Fielding (1989), Reiner (1985), Skolnick & Fyfe (1993), and 
Waddington (1999a) identified occupational sub-cultural differences in work units 
such as uniform, cid, and traffic, and Manning’s (1980) work with the drug squad 
suggests that these lead to changes in officers interpretative strategies. This view is 
further strengthened by the findings from study one in this thesis that civilian support 
staff, uniformed officers and cid officers adopted different interpretative strategies 
when evaluating scenes of bullying. These arguments would suggest that departmental 
membership might influence, under organisational and / or occupational culture, the 
social representations of bullying held by officers, thereby confirming the need to 
include such a variable in the mapping sentence.
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Rank
A second aspect of the structure of the police service, which is thought might 
influence the social representations of bullying, relates to its hierarchy. Each 
constabulary has the following chain of command: Chief Constable Assistant or 
Deputy Chief Constable (s)-^ Chief Superintendents —> Superintendents —» Chief 
Inspectors Inspectors Sergeants —> Constables.
In chapter three details were given of research locating sub-cultural differences in the 
rank structure perhaps reflecting rank-specific perspectives on competencies and 
demands. For instance Brown & Campbell (1994) suggest that there are rank related 
differences in exposure to stressors and susceptibility to stress impact, Reuss-Ianni & 
lanni (1983) reported differences between so-called ‘street cops’ (i.e. constables and 
sergeants) and ‘management cops’. Manning (1993) identified a different set of 
subcultures of policing within the service reflecting command, middle-management 
and lower participants, and Wortley & Homel, (1995) noted differences in regional or 
station management reflecting the prevailing local conditions.
Hoel & Cooper (2001) reported differences in the incidence rates of bullying across 
the ranks from constable to chief inspector. Their findings (constable 12.2%, sergeant 
10.5%, inspector 19.4%, chief inspector 0%) suggest a difference in direct experience 
of bullying, although a caveat should be included here regarding the representative­
ness of the proportion of respondents in each rank (constable 0.8%, sergeant 19.8%, 
inspector 7.5%, chief inspector 1.9%). It is also possible that Hoel & Cooper’s (2001) 
findings regarding age differences in exposure to bullying is associated with the ranks
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of the respondents, but it is still considered appropriate to incorporate group variables 
based on rank and role.
6.4 Influences of values of a police officer on shared representations of bullying
There is some suggestion that the police display attitudes and characteristics that are 
notably different from members of the public (Cochrane & Butler, 1980) and other 
occupational groups (Rokeach et al, 1971) and that this is reflected in the way in 
which they carry out their role (e.g. Corsianos, 2001) and regard other officers (e.g. 
Dick & Jankowicz, 2001). As the police increase recruitment from non-traditional 
sources (e.g. universities and college graduates) and from previously excluded 
populations (e.g. racial minorities) it is likely that the influence of the traditional 
culture, and the values associated with it, will decrease. It is, however, still 
appropriate to measure the importance of values on shared representations of bullying.
Caldero & Larose (2001) suggest that potential recruits are self-selected and then 
recruited on the basis of their conservative outlook and that this preserves the values 
and ideals of the dominant power structure in the policing hierarchy. The system of 
competency-based training criteria for probationers also serves to perpetuate those 
police values considered likely to contribute to the social representations held by 
groups within the service. For instance, many constabularies mention ‘assertiveness’ 
as a desirable quality of a police officer so it would be expected that assertive 
behaviour, which might be interpreted as bullying in other contexts, would be more 
favourably regarded within the police service.
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There is a suggestion that a discrepancy between the values of an individual and the 
organisation should lead to dissatisfaction (Finegan, 1994), which might, in turn, be 
reflected in the degree of identification with the organisation. The alternative, as 
proposed by Chatman (1989), is that where there is a strong cultural organisation, 
which prescribes acceptable behaviour both formally through policy and informally, 
through socialisation, it would be expected that the value system of the individual 
would merge with that of the organisation. This would lead to the expectation that 
respondents perceiving a match between their own and the organisation’s values 
would be more likely than those noting a discrepancy between these value systems, to 
share the social representations of bullying with the constabulary.
Consideration was given to using the original Rokeach (1973) scale, which 
distinguishes between instrumental (modes of conduct reflecting behavioural 
characteristics seen as socially desirable, e.g. “intellectual” or “cheerful”) and 
terminal (idealised end states of existence, e.g. “inner harmony”, and “a world of 
peace”) values, but the inclusion of ethereal items relating to spirituality and beauty 
were not deemed appropriate within the context of the present study. Stem, Dietz & 
Guagnano’s (1998) brief inventory derived from Schwartz’s 56-item instrument 
(Schwartz, 1992), the McDonald & Gandz (1991) adaptation of Rokeach’s scale, 
which has been used in other organisational settings, the Cable and Judge (1995) 
Organisational Culture Profile and Umek, Musek and Mesko (1996) ‘Good Detective 
Values’ were all considered useful guides but as the purpose of this study is not value 
systems per se and as no comparative work is envisaged, it is intended to compile a 
list of values from those actually mentioned by constabularies.
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6.5 Identification with the group
SIT posits that identification with the group, as signified by the perceived merger of 
self-interest with the interest of the group, is the means through which the group 
becomes central to self-concept. However, research outlined in chapter four on the 
theoretical fi-amework suggests that there are individual differences in the degree to 
which this occurs. Attention now turns to how identification is best operationalised 
and measured.
6.5.1 Components of identification
Identity has been referred to in terms of identification, internalisation and 
commitment. Initially researchers (e.g. Tajfel, 1978) took a unitary approach to these, 
assuming that both internalisation and commitment are reflections of identification. In 
more recent years, however, researchers such as Bergami & Bagozzi (2000), Fabi, 
Martin, Valois & Villeneuve (2000), and Vandenberg, Self & Seo (1994) have used 
combinations of these components or have recognised their separate contributions and 
have treated them discretely.
In the interest of parsimony, the use of a single measure such as identification would 
be preferred but this has to be weighed against the possibility that such an approach 
will fail to capture the data most likely to explain perceptions of bullying. According 
to Hogg & Turner (1987) identification and internalisation are not co-dependent 
aspects of a single attribute. This view is supported and explained by Mael & 
Ashforth (1992: p. 105) who state that, “while identification refers to self in terms of
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social classifications (I am), internalisation refers to the incorporation of values and 
assumptions within the self as a guiding principle (I believe)”.
The question of the relationship between commitment and identification is equally 
complex. Mowday, Steers & Porter (1979) suggest that commitment includes 
internalisation but not identification. Mael & Ashforth (1992:105) explain the 
difference thus: “while identification is organisation-specific, commitment and 
internalisation may not be. The values and goals of the organisation may be shared by 
other organisations such that a member can score high on commitment and 
internalisation without perceiving a shared destiny with that particular organisation.”
Allen & Meyer (1990) and Finegan (2000) make the case for sub-dividing 
organisational commitment into affective (emotional attachment with organisation), 
normative (feeling of obligation to organisation) and continuance (accumulated 
investment in organisation with no real alternative outside the organisation) 
commitment.
6.5.2 Operationalisation of identification
Having presented the argument that identification, internalisation and the different 
types of commitment make unique contributions to the understanding of identity, 
there is evidence (e.g. Ellemers, Kortekaas & Ouwerkerk, 1999; Hinkle, Taylor, & 
Fox-Cardamone, 1989) to suggest that identification should also be regarded as multi­
factorial.
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Since the middle half of the last century studies of reference groups (e.g. Hyman 
1942, Kelley 1952) have pointed out that a group of people or a person with whom we 
identify may serve as a standard for our judgements attitudes and behaviour. Group 
members may at times identify with the group label (e.g. police constable) whereas 
their behaviour at other times might be influenced by interpersonal attachment to 
other in-group members. Identity theorists (e.g. Turner et al, 1987) would suggest that 
strong identification with the group would lead to de-individuation and seeing the self 
as interchangeable with others. As explained earlier it is the absorption of the group 
into the self-concept that Abrams & Hogg (1990) propose create uniformity of 
behaviour. However, Karasawa (1991) presents arguments to the effect that strong 
attachment and identification with group members does not necessarily imply 
identification with the group per se, and that these are indeed separate components of 
identification.
Other aspects of identification singled out for separate consideration concern group 
esteem and the effect of conflict of interests between the individual and the group. 
According to SIT association with the group serves to enhance individual self-esteem. 
This would suggest that members of groups with low esteem (Ellemers et al, 1999) 
and individuals who feel held back or disadvantaged by being members of the group 
(Hinkle et al, 1989) are less likely to identify with that group and are therefore also 
less likely to share the social representations of the group.
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6.5.3 Salience of identity
Thus far the components of identification and the group memberships likely to 
influence shared social representation of bullying with the constabulary have been 
discussed, but it is also necessaiy to consider the fimction of salience in this process: 
“When social identity is salient, the group is represented in the individual self 
concept” (Abrams & Hogg, 1999:4). It would therefore seem necessary to measure 
the extent to which a particular social identity is important to a person in order to 
predict the influence of that identity on the individual’s beliefs, emotions and actions. 
If the social identity of the group is not salient the availability of the social 
representation of bullying held by the group may be reduced and consequently will 
have less influence on the individual’s perception and evaluation of bullying. As such 
salience of identity might be an important predictor of the likelihood that respondents 
will share the social representation of the constabulary.
6.6 The mapping sentence
6.6.1 The process of producing a mapping sentence
As mentioned earlier, the technique of producing a mapping sentence imposes upon 
the researcher the discipline of structuring the analytical possibilities underpinning the 
hypotheses in a logical sequence. In this way the domain and parameters of the 
research are clearly set out.
The proposed model represents three aspects of bullying, i.e. people component 
(demographics, and occupational variables), concepts (social representations and 
organisational identification calculated by the aggregation of internalisation.
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commitment and identification sub-scales), and components of bullying (power in the 
form of rank and authority, context and type of behaviour).
The convention adopted in the mapping sentence is that domains are marked by a 
capital letter accompanying the label. Typically a domain will then exhaustively 
define the values that complete the possible set, for example, sex can be male or 
female, rank comprises probationer, constable, sergeant, inspector, chief inspector or 
above. These are the elements within the set.
As there are two strands to this study, the first relating to the social representations of 
bullying 'within the constabulary, and the second to the degree to which individual 
officers share those representations, for reasons of manageability these will be 
represented in two separate mapping sentences.
6.6.2 Mapping Sentence of the Constabulary’s Social Representation of Bullying
The first mapping sentence (Figure 6.1) describes the social representation of bullying 
in terms of the acceptability and common-ness (terms arising from themes and 
comments from Study 1) of the behaviour. The domains are presented in the order of 
their expected effect, so that the type of behaviour, which it is anticipated will be the 
main determinant of acceptability and common-ness, appears before context and 
power.
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The likelihood that the constabulary’s social representations of acceptability and common-ness of
A Type B Context C Legitimate Power
Jai task 1 Jbi training 1 J  Cihigh 1
persistent l  ^2 personal | criticism in a  ibz operational T setting b y a  i  cz low j ranking
D Expert Power
r • 1 r 8^^  1officer with J  dihigh I authority is 1 to r
L dalow J  L low J
high
acceptability and to 
low
common-ness.
Figure 6.1: Mapping Sentence of the Constabulary’s Social Representation of Bullying
In accordance with this Mapping Sentence, there are expected to be effects on the 
constabulary social representation of bullying in terms of acceptability and common­
ness produced by the three constructs associated with bullying, i.e. type of behaviour 
(personal criticism / task criticism [A Type]), context (training / operations [B 
Context]) and power (high / low rank [C Legitimate Power] and high / low authority 
or expertise [D Expert Power]). Thus the Mapping Sentence predicts not only which 
constructs of bullying will have an effect on the social representations of bullying in 
terms of acceptability and common-ness, but also the order of those effects (table 6.1 
shows the predicted order of the effects of the constructs on acceptability). So, it is 
expected that persistent task criticism in a training context by a high-ranking officer 
with a high degree of expertise is most likely to be seen as acceptable, and persistent 
personal criticism in an operational context by a low-ranking officer with a low 
degree of expertise is least likely to be seen as acceptable.
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Table 6.1: Expected order of bullying constructs in SR factor of acceptability
Order A Type
(of
Behaviour)
B Context C Legit. 
Power
(Rank)
D Expert 
Power
(Authority
1 aiTask bi Training Cl High d] High
2 ai Task bi Training Cl High d2 Low
3 ai Task bi Training C2 Low di High
4 a] Task bi Training C2 Low d2  Low
5 ai Task b2 Operations Cl High di High
6 ai Task b2  Operations Cl High d? Low
7 aiTask b2 Operations C2 Low d, High
8 ai Task b2 Operations C2 Low d2 Low
9 a2 Personal bi Training C l High di High
10 32 Personal b, Training C l High d2 Low
11 32 Personal bi Training C2 Low di High
12 32 Personal b| Training C2 Low d2 Low
13 32 Personal b2 Operations Cl High di High
14 32 Personal ba Operations Cl High d2 Low
15 32 Personal b2 Operations C2 Low di High
16 32 Personal b2 Operations C2 Low d2 Low
Order: 1 (most acceptable) to 16 (least acceptable)
In this way the mapping sentence can be seen to incorporate a number of sub­
sentences representing a series of testable hypotheses.
6.6.3 Mapping Sentence: Shared Social Representation of Bullying
At this stage the list of variables included in the initial mapping sentence (Figure 6.2) 
is quite large. This reflects the range of personal and social variables theoretically 
expected to contribute to the likelihood that the respondents will share the 
organisation’s social representations of bullying. It might be that this number will be 
reduced after empirical testing.
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The likelihood that officer (x) will share the constabulary’s social representations of bullying is 
E Occupational Characteristics
determined by his/her "4
department
tenure
rank
role
base
recruitment method 
career profile
^ , whether (s)he has a
F Identification
r  fi high 1  
L fa low J
identification with that department, whether such identification is of
G Salience
gihigh 
galow
H Value match
salience, and who perceives a ^  k  match between their own and the organisation’s values,
L hi low J
I Demographic Characteristics
and who is-<
Sex
Previous occupation 
Education 
Marital status
>- will be r  hi high \  
L hi low J
shared representations.
Figure 6.2: Mapping sentence: shared social representations of bullying
6.7 Summary
This chapter has described the components of bullying and social identification as 
they are expected to impact on the social representations of bullying held by the 
constabulary and the likelihood of these being shared by members. The two mapping 
sentences presented in the chapter encapsulate the hypotheses of the study. They not
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only show which effects are expected, but also the order of those effects. The basic 
hypotheses are:
Alternative hypothesis 1 (Hli): In the constabulary’s social representation of 
bullying, persistent task criticism [A type] will be significantly more likely than 
persistent personal criticism to be seen as acceptable.
Null hypothesis 1 (Hlo): hi the constabulary’s social representation of bullying, 
persistent task criticism [A type] will not be significantly more likely than persistent 
personal criticism to be seen as acceptable, and that any such difference will be due to 
chance.
Alternative hypothesis 2 (H2i): In the constabulary’s social representation of 
bullying, persistent criticism in a training situation [B context] will be significantly 
more likely to be seen as acceptable than persistent criticism in an operational setting. 
Null hypothesis 2 (H2o): In the constabulary’s social representation of bullying, 
persistent criticism in a training situation [B context] will not be significantly more 
likely to be seen as acceptable than persistent criticism in an operational setting, and 
that any such difference will be due to chance.
Alternative hypothesis 3 (H3i): In the constabulary’s social representation of 
bullying, persistent criticism fi*om an officer of high rank [C legitimate power] will be 
significantly more likely to be seen as acceptable than persistent criticism from an 
officer of low rank.
Null hypothesis 3 (H3o): In the constabulary’s social representation of bullying, 
persistent criticism from an officer of high rank [C legitimate power] will not be
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significantly more likely to be seen as acceptable than persistent criticism from an 
officer of low rank, and that any such difference will be due to chance.
Alternative hypothesis 4 (H4i): In the constabulary’s social representation of 
bullying, persistent criticism from an officer with high authority (D expert power) 
will be significantly more likely to be seen as acceptable than the persistent criticism 
from an officer with low authority.
Null hypothesis 4 (H4o): In the constabulary’s social representation of bullying, 
persistent criticism from an officer of high authority (D expert power) will not be 
significantly more likely to be seen as acceptable than persistent criticism from an 
officer of low authority and that any such difference will be due to chance.
Alternative hypothesis 5 (H5i): In the constabulary’s social representation of 
bullying, persistent task criticism [A type] will be significantly more likely than 
persistent personal criticism to be seen as common.
Null hypothesis 5 (H5o): In the constabulary’s social representation of bullying, 
persistent task criticism [A type] will not be significantly more likely than persistent 
personal criticism to be seen as common, and that any such difference will be due to 
chance.
Alternative hypothesis 6 (H6i): In the constabulary’s social representation of 
bullying, persistent criticism in a training situation [B context] will be significantly 
more likely to be seen as common than persistent criticism in an operational setting. 
Null hypothesis 6 (H6o): In the constabulary’s social representation of bullying, 
persistent criticism in a training situation [B context] will not be significantly more
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likely to be seen as common than persistent criticism in an operational setting, and 
that any such difference will be due to chance.
Alternative hypothesis 7 (H7i): In the constabulary’s social representation of 
bullying, persistent criticism from an officer of high rank [C legitimate power] will be 
significantly more likely to be seen as common than persistent criticism from an 
officer of low rank.
Null hypothesis 7 (H7o): In the constabulary’s social representation of bullying, 
persistent criticism from an officer of high rank [C legitimate power] will not be 
significantly more likely to be seen as common than persistent criticism from an 
officer of low rank, and that any such difference will be due to chance.
Alternative hypothesis 8 (H8i): In the constabulary’s social representation of 
bullying, persistent criticism from an officer with high authority (D expert power) 
will be significantly more likely to be seen as common than persistent criticism from 
an officer with low authority.
Null hypothesis 8 (H8o): In the constabulary’s social representation of bullying, 
persistent criticism from an officer with high authority (D expert power) will not be 
significantly more likely to be seen as common than the persistent criticism from an 
officer with low authority and that any such difference will be due to chance.
Alternative hypothesis 9 (H9i): Occupational characteristics will make a significant 
difference in the degree to which officers share the constabulary’s social 
representations of bullying.
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Null hypothesis 9 (H9o): Occupational characteristics will not make a significant 
difference in the degree to which officers share the constabulary’s social 
representations of bullying, and that any such difference will be due to chance.
Alternative hypothesis 10 (HlOi): Officers with a high identification score will be 
significantly more likely than officers with a low identification score to share the 
constabulary’s social representations of bullying.
Null hypothesis 10 (HlOo): Officers with a high identification score will not be 
significantly more likely than officers with a low identification score to share the 
constabulary’s social representations of bullying, and that any such difference will be 
due to chance.
Alternative hypothesis 11 (H lli): Officers for whom identification with the 
constabulary is of high salience will be significantly more likely than officers for 
whom identification with the constabulary is of low salience to share the 
constabulary’s social representations of bullying.
Null hypothesis 11 (H ilo): Officers for whom identification with the constabulary is 
of high salience will not be significantly more likely than officers for whom 
identification with the constabulary is of low salience to share the constabulary’s 
social representations of bullying, and that any such difference will be due to chance. 
Alternative hypothesis 12 (H12i): Officers who perceive a high match between their 
own and the organisation’s values will be significantly more likely than officers who 
perceive a low match between their own and the organisation’s values to share the 
constabulary’s social representations of bullying.
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Null hypothesis 12 (H12o): Officers who perceive a high match between their own 
and the organisation’s values will not be significantly more likely than officers who 
perceive a low match between their own and the organisation’s values to share the 
constabulary’s social representations of bullying, and that any such difference will be 
due to chance.
Alternative hypothesis 13 (H13i): Demographic characteristics will make a 
significant difference in the degree to which officers share the constabulary’s social 
representations of bullying.
Null hypothesis 13 (H13o): Demographic characteristics will not make a significant 
difference in the degree to which officers share the constabulary’s social 
representations of bullying, and that any such difference will be due to chance.
The following three chapters will describe the method used in study 2 (chapter seven), 
and the testing of the mapping sentences (chapters eight and nine).
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Chapter Seven 
Methods and Construction of Derived Variables for Study Two
7.1 Introduction
This chapter will present the method for study two. The objectives and design issues of the 
study will be described, and the implications of the pilot study discussed. This will be 
followed by a description of the sample population and the rationale underpinning the 
measures selected for the questionnaire. Finally after giving a description of the procedure 
as it applied to the distribution and receipt of the questionnaires, derived variables will be 
obtained firom the presented scales.
The aim of the study is to test the model of the perception of bullying in the workplace as 
specified in the mapping sentences. In order to gather sufficient and appropriate data a 
questionnaire method was chosen. This incorporates two distinct but related sub-studies of 
an experimental design the analytical components of which are presented in table 7.1.
Table 7.1: Table o f independent and dependent variables for the main study 
Objective Independent Variable (s) Dependent Variable
to test the findings from study Manipulation of the bullying components Social representations of
one relating to the components of: bullying
of bullying held within the Power; Context; and
police service Personal nature of behaviour.
to test the effects of a) SR of bullying Distance between the scores
demographics, values, and b) demographic/career variables for the constabulary’s social
identification on likelihood of c) qualities representation o f bullying
shared social representation of d) level and degree of identification/ and those o f the individual
bullying commitment/ internalisation with the
organisation 
e) salience of identity
170
Chapter Seven
A manipulation technique is used to verify the findings from Study 1 relating to the 
components of bullying. Using a scenario (vignette) manipulation method, it is possible to 
examine the relative importance of each of the components to the social representation of 
bullying within the police service. The use of vignettes to explore sensitive topics is well 
documented (e.g. Barter & Renold, 2000; Hughes, 1998; Rahman, 1996). Respondents 
read and interpret a single version of a multi-version descriptive passage within which 
certain key words or phrases are changed. As such it is a technique that allows careful 
exploration of processes deliberately contained (Parker & Lawton, 2000) and therefore 
serves as a form of qualitative experimentation (Finch, 1987). Provided there is careful 
control of the sample exposure to the various versions of the scenario, this technique 
affords the opportunity to study vrithin the police service the relative tensions between the 
components of a bullying situation.
Given that the topic is sensitive and questionnaires are often subject to poor return rates a 
considerable amount of attention was paid to maximising responses by:
1. avoiding the word ‘bullying’ in the title (Working Relationships Survey) and by using 
neutral terminology in the questionnaire;
2. obtaining a facsimile signed endorsement from the Chief Constable for use as a front 
cover for the questionnaire (see Appendix 8);
3. requesting neither the name nor the collar number of the respondent;
4. the use of plain return envelopes stamped and addressed directly to the researcher;
5. batching and labelling questionnaires to ensure representative distribution in 
demographic, career and geographic terms (see Appendix 9);
6. enclosing a covering letter to the distributing officer at each delivery point explaining 
the importance of the research (see Appendix 10);
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7. enclosing posters for display in public areas such as canteens:
a. at the time of distribution, urging participation (see Appendix 1 la);
b. a few days after distribution reminding officers to return their questionnaire 
response (see Appendix 11b);
8. maintaining a line of communication throughout the data collection period so that if 
responses were low, general reminders could be given by distributing officers; and,
9. liaising directly with the research force
The data reported in this study were derived fi*om a survey of police officers firom one 
constabulary located in the South of England. This constabulary was one of three 
expressing an initial interest in collaborating on research following a mail shot sent to all 
constabularies in the United Kingdom. After follow up communications only one 
constabulary was able to commit the time and resources that the research required.
7.2 Pilot study
Before embarking on the study proper, a pilot study was run in order to ensure that the 
questionnaire was suitable in terms of user-acceptability and face validity, and that the 
data were sufficient and appropriate to test the hypotheses. The pilot study had two 
phases. Initially, six participants were recruited from HQ staff to complete the 
questionnaire in a private room in the presence of the researcher and to take part in a semi­
structured interview regarding practical aspects of the study (see attached combined 
schedule for the interview and response form in Appendix 12). Participants were seen 
separately with each session taking approximately 30 to 40 minutes, of which 10 to 15 
minutes was used to complete the questionnaire. The entire sessions were tape-recorded
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with the permission of participants, who were also encouraged to ‘think out loud’ whilst 
filling in the questionnaire.
A further 26 copies of the questionnaire were distributed to an opportunity sample of 
volunteers who were either officers visiting or working at police HQ. In this instance there 
was no contact between the researcher and the respondents, who were recruited by the 
Equal Opportunities section. The wording and design were considered appropriate and 
non-problematic.
The findings as to the design and practical implications of the questionnaire are presented 
in the table in Appendix 13. This table also includes details of any action taken as a 
response to those findings.
Data from the pilot study were then tested to ensure that they met the demands of the 
proposed programme of analyses and that the questionnaire design was appropriate to test 
the theoretical hypotheses posed in the study. Having confirmed that the design and data 
were suitable, the study proper was prepared.
7.3 Sample details
A total of 1,120 questionnaires were distributed to police stations across the geographic 
spread of the constabulary. Of these 763 were returned directly to the researcher, giving a 
response rate of 68.12%. Table 7.2 contains the demographic and occupational profile of 
the participant sample.
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Table 7.2: Demographic and occupational profile of the participant sample
Characteristics N Percentage Characteristics N Percentage
Sex: Description of work:
Female 132 17.3% Support 33 4.3%
Male 626 82.0% Operational 563 73.8%
Missing 5 0.7% Supervisory 146 19.1%
Missing 21 2.8%
Age Bands: Current rank:
Up to 25 53 6.9% Probationer PC 70 9.2%
26-30 137 18.0% Constable 520 68.2%
31-35 177 23.2% Sergeant 115 15.1%
36-40 149 19.5% Inspector 30 3j%6
41-45 134 17.6% Chief Inspector and Above 22 2.9%
46-50 77 10.1% Missing 6 0.7%
51 and over 25 3.3%
Missing 11 1.4%
Based: Current department:
Headquarters 83 10.9% Uniform -  district 468 61.3%
Rural 194 25.4% Uniform - other 86 11.3%
Urban 458 60.0% CID (Criminal Investigation Dept) 116 15.2%
Missing 28 3.7% RPU (Road Patrol Unit) 57 7.5%
Other 31 4.1%
Missing 5 0.6%
7.4 The questionnaire and measures
The questionnaire comprised four sections: demographic and occupational details, 
identification, values, and the manipulation scenario (see Appendix 14 for example). 
Space was given at the end of the questionnaire for any additional comments.
7.4.1 Section A: Demographic and occupational details
The questionnaire included demographic details, i.e. gender, age, marital status, levels of 
education; career details, previous occupation, recruitment method, length of service, base, 
role, rank, department, length of time in rank and department. In addition it contained
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questions relating to the respondent’s aspirations in terms of rank and department, thereby 
allowing the calculation of a career profile.
If the current rank was lower than the aspirational rank the respondent was recorded as a 
careerist, i.e. someone wishing to advance their career. If the current rank was the same 
as the aspirational rank but the current department was not the same as the aspirational 
department, the respondent was seen as a lateralist, i.e. someone not expecting to improve 
their rank but still wanting change. Finally, if  both the current rank and department 
matched the aspirational rank and department the respondent was termed static, i.e. 
someone content with or accepting of the status quo.
7.4.2 Section B: Identification
Abrams & Hogg (1990) described how the salience of identification resulted in the 
representation of the group in the individual member’s self-concept, thereby increasing the 
accessibility of the group’s inteipretations of behaviour. Ashforth & Johnson (2001) 
propose that lower order identities in the organisation are generally more subjectively 
important and situationally relevant than higher order identities. The first two questions in 
this section were created to ascertain the order and relative importance, or salience, to the 
respondent of identification vdth the various levels of the police service ranging from the 
shift or team to the police service generically. The responses therefore provide the means 
by which calculate and compare scores of the degree of identification with the shift or 
team.
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As salience of group membership provides no explanation as to the meaning of 
membership to the respondent, the next question in the section contained items posed to 
measure examine the relative impact of the previously identified composite elements of 
identification, internalisation and commitment. These items were taken fi*om a number of 
scales including: the Three Component Measure of Social Identity (Ellemers et al, 1999); 
the Two-component Measure of Group Identification (Karasawa, 1991); the Individual / 
Group Opposition Subscale of the Three Component Measure of Group Identification 
(Hinkle et al, 1989); the Affective Commitment Scale (ACS), the Continuance 
Commitment Scale (CCS) and the Normative Commitment Scale (NCS) (Allen & Meyer, 
1990); and the Career-Oriented Commitment Scale (Ellemers et al, 1998). The actual 
items and the scales from which they were derived are shown in table 7.3 with the full 
rationale behind their selection in Appendix 15.
Having determined the measures to be used in the identification, or working relationships 
section of the questionnaire, a 7-point response scale was used throughout the study. 
There has been some argument as to whether a mid-point rating scale encourages 
respondents to take a neutral stance, but it has been noted that as the number of scale steps 
increases, the use of the mid-point decreases (Garland, 1991). The 7-point scale was 
adopted in this study as a suitable compromise between sensitivity and complexity of 
scale.
The identification section comprised 25 statements with the range of responses from 
completely disagree (1) to completely agree (7).
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Table 7.3: Identification items and the scales from which they were derived 
Item Description Scale from which items were derived:
a) I identify with other members o f my shift /  team Social self-categorisation sub-scale
Ellemers et al (1999)
b) I am like other members o f my shift /  team
c) There are many members of my shift /  team who have Identification with other group members sub-scale
influenced my thoughts and behaviour Karasawa’s (1991)
d) Most of my best ftiends come from my shift /  team
e) I feel imeasy with my shift/team Individual /  group opposition sub-scale
Hinkle ef a/, 1989
f) I feel held back by my shift /  team
g) I think my shift /  team has little to be proud of group self-esteem sub-scale
Ellemers et al (1999)
h) I feel good about my shift /  team
i) I have little respect for my shift /  team
j) I would rather not say that I belong to this shift /  team
k) I share the values o f my shift /  team Internalisation of group values, global item developed for
questionnaire
1 I do not feel like ‘part of the family’ in my shift /  team Affective Commitment Scale (ACS)
Allen & Meyer (1990)
m I do not feel ‘emotionally attached’ to my shift /  team
n my shift /  team has a great deal o f personal meaning to me
0 I do not feel a strong sense o f belonging to my shift /  team
p it would be very hard for me to leave my shift /  team right Continuance Commitment Scale (CCS)
now, even if  I wanted to Allen & Meyer (1990)
q right now staying with my shift /  team is a matter of
necessity as much as desire
r I feel that I have too few options to consider leaving this
shift /  team
s one o f the few serious consequences o f leaving this shift /
team would be the scarcity of available alternatives
t I think that people these days move from one shift /  team Normative Commitment Scale (NCS)
to another shift /  team too often Allen & Meyer (1990)
u jumping from one shift / team to another shift / team does
not seem at all unethical to me
V one o f the major reasons I continue to work for this shift /
team is that I believe that loyalty is important and 
therefore feel a sense o f moral obligation to remain
w my career is one of the most important things in my life career-oriented commitment sub-scale
Ellemers et al (1998),
X the ambitions in my life mainly have to do with my career
y my career plays a central role in my life
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7.4.3 Section C: Values
For reasons given in chapter six it was determined that a bespoke values list would better 
serve the purposes of the research than adopting or adapting any existing material. An e- 
mail survey was therefore conducted across all constabularies in the United Kingdom, and 
a preliminary list of values compiled from details supplied by the 27 responding 
constabularies.
The formulation process started with the listing of words used, vdth frequency totals 
maintained showing the number of constabularies citing each value. The list was then 
reduced using a lexical approach in which semantically similar words were merged. In 
turn the list generated by this process was compared with the value measures used in past 
research, and a list of eighteen values constructed (see Appendix 16 for step-by-step 
listings). Although the values of ‘emotional stability’ and ‘interpersonal skills’ were not 
amongst the most commonly mentioned, they were included in the study as they were 
considered particularly relevant to the issue of bullying. This follows research indicating 
that the bullied individuals’ personalities create social conditions that lead them to become 
targets (e.g. Aquino & Bradfield, 2000), and that victims record higher levels of instability 
than non-victims (Coyne et al, 2000).
The list of twenty values was extended to twenty-two in light of experience gained from 
the pilot study. The final list of qualities appears in table 7.4. Word order 'within the 
questionnaire was determined with reference to randomising tables.
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Table 7.4: List of values of a police officer:
Assertiveness and self-confidence Helpfulness and consideration
Commitment to the job Logical thinking
Emotional stability Decisiveness
Enthusiasm for the j ob Being a team worker
Good communications Good organisation
Good health Fairness
Imagination and inventiveness Inter-personal skills
Independence Sense of humour
Honesty and integrity Acceptance of discipline
Moral courage Open-mindedness
Tolerance Calmness and self-control
Before asking respondents to rate each quality in terms of its importance to the police 
service four questions were posed in order to establish a base line of scoring. These asked 
the respondents to select the most important and least important qualities and then to rate 
them on a seven-point scale (extremely important =7 to l=completely unimportant). These 
questions served as a check as to the sensitivity of the scales used.
Having established some form of baseline, respondents were asked to rate each of the 
twenty-two qualities first in terms of their importance to the police service, and then as 
they would describe members of the respondent’s own shift or team, using the same 7- 
point scale (7 = extremely important to 1 = completely unimportant). It was anticipated 
that gauging the group (G) values and perceptions of organisational (O) values as 
measured by qualities of importance to the police service would give an indication of the 
G-0 fit, which has been seen as a good guide as to adherence of the group to 
organisational behaviours (Chatman, 1989) and to engagement in the organisation’s social 
representation of bullying.
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7.4.4 Section D: Workplace interactions (the manipulation)
The choice of components of bullying has already been described in chapter six. The main 
contribution of the manipulation process is that there is strict control over the way in 
which the selected components of bullying are juxtaposed against each other, thereby 
allowing statistical analysis to determine their relative importance to the social 
representation of bullying within the constabulary.
In accordance with the Mapping Sentence, which is repeated in figure 7.1, the 
manipulation took the form of a scenario within which the three constructs associated with 
bullying, i.e. power (high / low rank [C Legitimate Power] and high / low authority or 
expertise [D Expert Power]), context (training / operations [B Context]) and type of 
behaviour (personal criticism / task criticism [A Type]) were manipulated.
The likelihood that the constabulary’s social representations o f acceptability and common-ness of
A Type B Context
j a i  task 1 Jb i training 1
persistent v 32 personal f  criticism in a H b2 operational r
C Legitimate Power
r  Cl highl 
setting by a 1 C2  low r  ranking
D Expert Power
officer with L authority is
d2 low J
high I J  high
to r  acceptability and | to
low J L low
conunon-ness.
Figure 7.1: MS of the Constabulary’s Social Representation of Bullying (taken from Fig.6.1)
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The manipulation took the form of a brief sentence, one version of which is shown in 
figure 7.2.
The sergeant (Officer A), who is relatively inexperienced in public order training, 
persistently criticised a constable (Officer B) during a public order training 
exercise saying that their performance was way below standard because they were 
stupid.
Figure 7.2: manipulation sentence
The rank of Officer A appeared as either a sergeant or a constable whilst their authority 
was manipulated with regard to their relative experience. In some versions the officer was 
very experienced, whilst in others the officer was relatively inexperienced. Context was 
manipulated through the setting in which the behaviour occurred, which was either a 
public order training exercise or a public order operation. The type of criticism was held 
constant in that it was always persistent criticism of a constable because their performance 
was way below standard, but the nature of the criticism was changed fi*om being task 
oriented to being personal by the addition of the phrase ‘because they were stupid’.
The manipulation thus comprises a 2 x 2 x 4 matrix, i.e. type of behaviour [task criticism 
(ai) / personal criticism (a2)] x context [training (bi) / operations (bi)] x power [high rank 
(ci) / low rank (ci); high authority (di) / low authority (d2)]. The ai, a2, bi, b2, ci, C2, di, d2 
notation refers to the mapping sentence values and domains. Table 7.5 shows the cell 
matrix used in the study (a full scenario by scenario account with mapping sentence 
notation is given in appendix 17).
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Table 7.5: Cell Matrix showing manipulations used in each scenario with mapping sentence notation in 
parentheses
PERSONAL CRITICISM (a )^ TASK CRITICISM (a j
High Authority (di) Low Authority (dj) High Authority (d,) Low Authority (di)
TRAINING (bi) 1'
High Rank 
1
High
Authority
High Rank 
2
^ X ^  Low 
/ X  Authority
High Rank
3
X'"^ High 
y X  Authority
High Rank
4
^ X  Low 
yX^ Authority
Low Rank
5
High 
/ X  Authority
Low Rank
6 ^ x ^
^ X ^  Low 
/ X  Authority
Low Rank ^ X
7
^ X ^  High 
/ X  Authority
Low Rank ^ X
8 y X ^
/X  Low 
y X  Authority
OPERATIONS(b2>
P
High Rank
9
High 
/ X  Authority
High Rank ^ X ^
10 x ^
vX^ Low 
Authority
High Rank
11 X ^
High 
yX  Authority
High Rank ^ y
12 ^ X
^ X  Low 
yX^ Authority
;
Low Rank ^ x
13 ^ x ^
X ^  High 
xX  Authority
Low Rank ^ X ^
14 ^ x
^ X ”^  Low 
X ^  Authority
Low Rank ^ X
IS
X^^ High 
yX  Authority
Low Rank ^ X  
16
^ X ^  Low 
y X  Authority
Each questionnaire variant is represented by the number shown in each cell, so for 
example the manipulation used in questionnaire variant 1, i.e. cell 1, was for high rank 
(sergeant), high authority (very experienced), in a training situation (public order training 
exercise) with personal criticism (because they were stupid).
Apart from the manipulation sentence itself, there were three multi-item questions, i.e. 
questions in the section measuring its impact. As part of the manipulation related to public 
order operations and training these were followed by two questions about respondent 
involvement in these areas. This served as a reliability check.
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The first post manipulation question requested respondents to answer the items according 
to the way in which ‘the constabulary would like all officers to respond’. As such it was 
expected that the question would gauge the social representation of bullying held within 
the constabulary generally. The first seven items used phrases such as ‘part of the job and 
not personal’, ‘is to be expected’, ‘is justifiable’ and ‘is acceptable’. These terms were 
taken fi*om the comments made and the themes used by participants in study one. At first 
the statements might appear very similar, as in d) ‘the behaviour is acceptable’ and g) ‘the 
behaviour is justifiable’, but there are subtle and important differences. For instance the 
acceptability of behaviour is likely to be linked to social norms, which might or might not 
have a connection with whether or not the behaviour is defensible.
The question also contained four manipulation check items, which were incorporated into 
the questionnaire as, according to Manstead & Semin (1996), they provide an assessment 
of the effectiveness of the independent variable. Without manipulation checks it could be 
argued that it would not be possible to conclude that any effect on the dependent variable 
was due to the manipulation of the independent variable. Conversely, in the case where 
there was no effect on the dependent variable, there would be no indication as to whether 
this was a result of an unsuccessful manipulation, or whether it occurred because there 
was no relationship between the independent variable and the dependent variable.
Having collected the social representations of bullying held by the constabulary, the 
following question was posed in order to gauge the respondents’ personal interpretation of 
the manipulation scenarios. This multi-item question replicated that addressing the 
constabulary’s view of the scenario, but this time the participant was asked to respond 
‘based on your own experience and understanding’. There was some concern that this
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might result in two identical sets of responses on the grounds of social desirability, but it 
was hoped that the very repetition of the question coupled with instructions that tacitly 
acknowledged that there would be differences between the two questions, would 
encourage respondents to answer honestly.
The third post-manipulation question comprised five items:
• q26a ‘how likely do you think it was that this event occurred in front of other 
officers?’
• q26b ‘how likely do you think it was that Officer B was upset by this event?’
• q26c ‘how likely is it that you would intervene if  you witnessed such an event?’
• q26d ‘how likely is it that this was a common behaviour for Officer A?’
• q26e ‘how likely is it that this was a common occurrence for Officer B?
These items were scored on a seven-point scale from highly unlikely (1) to highly likely 
(7) and it was expected that they would extract notions of attribution from respondents. In 
this context the term ‘attribution’ was not tightly linked to attribution theories such as 
Jones & Davis’ (1965) Correspondent Inference Theory or Kelley’s (1967) Co-variation 
Theory. It was used rather more informally to gain a broad overview as to whether the 
behaviour was seen as a social norm and / or located in either the criticising or criticised 
officer.
It was thought that these items would also serve as checks on responses to earlier 
questions. For example it is expected that if respondents think that the event was likely to 
have occurred in front of other officers, i.e. it was an overt behaviour, it would imply that
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they think that the perpetrator would not expect to be censured for such behaviour, which 
in itself would locate it as part of the social norm and therefore common.
7.5 Procedure
A priori g-power analysis (Erdfelder, Paul & Buchner, 1996) suggested that for statistical 
analyses of variance (ANOVA) assuming a medium effect, 29 participants per cell would 
be necessary to give confidence in any statistically significant findings (actual power
0.9531). This would give a minimum total sample size o f464.
It was also necessary to control, as far as possible, for any confounding effects of certain 
demographic and career influences. In order to do so care was taken in the distribution of 
the questionnaires to try to ensure that there was a representative mix of age, sex and 
career within each variant sample. The constabulary provided police staffing profiles, 
which were used to determine the distribution list (see Appendix 9). Questionnaires were 
bundled according to districts and / or departments, and were delivered, together with an 
explanatory note for each officer responsible for local distribution (see Appendix 10), to 
the Equal Opportunities Unit for onward delivery. The questionnaires, with attached 
FREEPOST envelopes addressed to the researcher, were distributed in November 2001 to 
officers across the geographic spread of the participating constabulary. The responses to 
the questionnaire formed the raw data, which were then subjected to data reduction, where 
this was indicated, prior to analyses.
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7.6 Construction of derived variables
Three sections of the questionnaire contained multiple-item questions, the data from 
which were better represented within a smaller number of factors.
All data were checked to ensure that the values were in the given range, and missing value 
analysis (MVA) output confirmed that there were no variables in this section for which the 
missing values represented over 5% of the total. Factor analysis can be sensitive to 
outliers, but suitability is also based on the assumptions that the sample size is adequate, 
that the correlation matrix is factorable, and that the relationship between the variables is 
linear. In order to ensure that these assumptions were met any data reduction was only 
performed if these assumptions were satisfied. Both univariate and multivariate outliers 
were identified, and each extreme case considered on its own merits and removed if 
warranted. Given the large sample size (N=763), there was no substitution of values. Prior 
to factor analysis the relevant items were subjected to correlation analysis in order to 
assess the suitability of the data. It was not considered practical to check linearity of all 
variables with all other variables, however spot checks were carried out on scatterplots to 
ensure that there was no evidence of curvilinear relationships.
As the identification section measuring the level of identification with the group was 
based on existing sub-scales this structure will be the first to be tested.
7.6.1 Derived variables of identification
All the items addressing the components of identification with the group were subjected to 
correlation analysis. The expectation was that the results would confirm the pre-existing
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sub-scales from which the items were drawn. However, there were a number of significant 
inter-scale correlations in excess of the r = 0.3 recommended by Tabachnick & Fidell 
(2001:153) suggesting that a different factorial solution might be more appropriate. For 
example there was a significant relationship between a social self-categorisation scale item 
(17a ‘identify with members’) and a group self esteem scale item (17h ‘feel good about 
shift’): r = 0.49 (p<0.001), and between an identification with members scale item (17d 
‘best fiiends from shift’) and an affective commitment scale item (17n ‘shift has personal 
meaning’): r=0.37 (p<0.001) (see Appendix 18 for full correlation table). This raised the 
possibility that these data could be represented by a smaller number of factors. It was 
therefore considered appropriate to test the structure and reliability of the measures for the 
target population using factor analysis data reduction.
Initially principal component extraction with oblique / direct oblimin rotation was used in 
preference to varimax rotation. Direct oblimin rotation accepts that the components are 
correlated whilst varimax rotation assumes orthogonal uncorrelated factors. This choice 
was made because the measures were tapping into related but different aspects of 
identification, and it seemed reasonable that, as evidenced by the table in Appendix 18, 
there would be correlations between the components. Four components were identified 
using this rotation, but as evidenced by the component correlation matrix (table 7.6), no 
correlations exceeded the 0.32 suggested by Tabachnick & Fidell (2001: 622) as 
warranting oblique rotation. The decision was therefore taken to repeat the analysis using 
varimax rotation.
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Table 7.6: Correlation matrix of identification components obtained using principal 
component extraction vdth direct oblimin rotation 
? Component 1 II HI IV
I 1.00
n 0.00 1.00
n i 0.25 0.02 1.00
IV -0.23 -0.18 -0.16 1.00
Significance in the Bartlett’s test of sphericity, and a Kaiser Meyer Olkin (KMO) measure 
above the 0.6 were used to assess the data’s suitability for factor analyses. Missing values 
were deleted pair-wise and factors with an Eigen value in excess of 1.00 reported. The 
number of factors was determined with reference to Eigen values, scree plots and the 
rotated component matrix. All items are labelled in line with the numbering system used 
in the questionnaire together with an extract of the statement used. An r- in the item label 
means that it has been recoded and that the meaning of the statement should be reversed.
Table 7.7 is the matrix produced for the multiple-item question of identification. In line 
with Tabachnick & Fidell (2001: 625), only loadings in excess of 0.32 were interpreted. 
Five clear factors emerge explaining 56% of the variance. As these do not map exactly on 
to the original measurement scales used, some interpretation is required.
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Table 7.7: Factor Analysis of Identification Components (question 17 refers)
Factor 1 Factor II Factor III Factor IV Factor V
Item Statement Identification Identification Commitment Continuous Normative
shift scale shift members C areer scale commitment commitment
(IDSS) scale (BDMS) (CCARS) scale (CCS) scale (NCS)
17j r-rather not say belong to shift .765
17g r-not proud of shift .718
17i r-no respect for shift .717
17h feel good about shift .682 .364
17f r-held back by shift .675
171 r-not part of family .660 .347
17e r-uneasy with shift .634
17o r-no sense of belonging .588 .425
17k share value of shift .467 .410
17b am like other members of shift .713
17c other member influence me .706
17d most fiiends fi^om shift .682
17a identify with shift members .419 .575 .348
17n shift has personal meaning .533 .556
17m r-not emotionally attached .422 .478
17w career most important .884
17x career main ambitions .873
17y career central role .857
17r too few options to leave shift .883
17s scarcity of alternatives .864
17q staying as necessity .542 .382
17t people move shift too often .698
17u okay to move shift .606
17p hard to leave shift .525
17v loyal to shift .338 .516
Percentage of variance 24.756% 11.403% 8.570% 6.238% 5.034%
explained
r- denotes item has been recoded
Factors I and II have their basis in identification with the shift. Remembering that r- 
labelled items should be read as the opposite meaning, e.g. r-not belong to shift = belong 
to shift, the items forming Factor I suggest a positive affective attitude to the shift, 
whereas the simple items comprising Factor II primarily seems to focus on identification 
with and the influence of members of the shift. The remaining three components, i.e. 
Factors III, IV and V, would seem to focus on aspects of commitment. Factor III items 
clearly map on to commitment to career. Factor IV to continuance commitment to the 
organisation, i.e. commitment because of the lack of viable alternatives, and Factor V to 
normative commitment, i.e. commitment based on normative expectations.
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There were a number of complex items loading on to more than one factor. There were 
seven complex items listed under Factor I (identification with shift scale - IDSS), each of 
which loaded additionally on to Factor II (identification with members of shift scale - 
IDMS). Four items (171 r- T do not feel like ‘part of the family’ in my shift /team, 17m r- 
‘I do not feel emotionally attached to my shift / team’, 17n ‘my shift / team has a great 
deal of personal meaning to me’, and 17o r-‘I do not feel a strong sense of belonging to 
my shift / team’) were originally taken fi*om the affective commitment scale. Tajfel 
(1978) defined social identity in terms of the emotional attachment to membership, so the 
loading of the affective commitment items on to the two factors addressing identification 
with the shift or members of the shift might have been expected.
The remaining three complex items, i.e. 17a ‘I identify with other members of my shift / 
team’, 17h ‘I feel good about my shift /  team’, and 17k ‘I share the values of my shift / 
team’ were expected to measure the discrete contributions to be made to identification by 
social self-categorisation, group self-esteem and the extent of internalisation of values 
respectively. The dual loading of each of these items onto the IDSS and with the IDMS 
scales reflects their close association but it also challenges the simple factorial structure of 
these data. The alpha co-efficient for the scale derived firom the simple items only fi*om 
Factor I (IDSS) was 0.79. This was marginally lower than would have been obtained had 
the complex items been included (0.88). The complex items were therefore removed fi*om 
subsequent analyses.
The removal of the complex items reduced Factor II (IDMS) to three items, two of which,
i.e. item 17c ‘there are many members of my shift / team who have influenced my 
thoughts and behaviour’ and 17d ‘most of my best friends come from my shift / team’
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comprised the original ‘identification with members sub-scale’ taken from Karasawa’s 
(1991) Two Component Measure of Group Identification. The third item 17b ‘I am like 
other members of my shift / team’ was taken from the social self-categorisation scale of 
Ellemers et al, 1999. The alpha reliability co-efficient for the reduced three-item factor 
variable relating to identification with group members was 0.66.
The third factor (commitment to career scale - CCARS) comprised three simple items 
drawn from the commitment to career scale giving an acceptable alpha reliability co­
efficient of 0.87.
Factor IV (continuance commitment scale - CCS) contained three items each of which was 
drawn from the continuance commitment scale. One (17q ‘right now staying with my shift 
/ team is a matter of necessity as much as desire’) was a complex item also listed under 
factor V (normative commitment scale - NCS). The alpha co-efficient obtained for the 
scale was 0.70 or 0.81 with the complex item removed. The complex item was therefore 
removed. Normally a factor with only two structural co-efficients would be discounted, 
but these two items (17 r‘I feel that I have too few options to consider leaving this shift / 
team’, and 17s ‘one of the few serious consequences of leaving this shift / team would be 
the scarcity of available alternatives’) share a large amount of variance, 65% and 75% 
respectively, with this factor. As the factor is also clearly underpinned theoretical a factor 
variable was constructed using the two-item scale.
The final factor, i.e. normative commitment scale (NCS), shown in table 7.7 comprised six 
items all of which originated from various commitment scales, although not exclusively 
from the normative commitment scale. It had been expected that these scales would
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measure discrete aspects of commitment so complex loading was unexpected. It is not 
known whether such overlap is a feature of the police service or an aberration of the 
particular participant sample, but in order to keep the structure simple and to retain the 
unique contributions of the scale, the factor variable was constructed of those items with 
structural co-efficients exclusive to normative commitment (factor V - NCS). The 
Cronbach’s alpha for this scale was 0.41. Given the poor reliability of the scale this factor 
was omitted from further analysis.
Four scales were constructed according to the underlying meaning of the factors. In order 
to aid comparison between factors each scale was normalised by dividing the sum of the 
items by the number of items in the scale. The scale created for identification with the 
shift / team (IDSS) had a range of 5 with scores between 2 and 7 (mean = 6.30, sd = 0.96). 
All the other scales had a range of 6.00 with scores between 1 and 7 and means ranging 
between 3.71 (sd = 1.86) and 4.15 (sd = 1.73). Examination of the degree of skew and 
kurtosis values (> +/- 1.00) indicated that the data distribution were acceptable, especially 
given the large sample size (N=763). There were small correlations (below r = 0.3) 
between factor I (IDSS) and each of the other factors. There was also a small correlation 
(r = 0.23) between factor II (IDMS) and factor III (CCARS) (See table 7.8). These 
confirmed the appropriateness of using the varimax rotation, i.e. they fell below the r=0.32 
threshold suggested by Tabachnick & Fidell (2001).
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Table 7.8: basic descriptives on the four identification factors
Factor variable Mean SD IDSS
Intercorrelation 
IDMS CCARS CCS
identification with shift scale (IDSS) 6.30 0.96 1.00
identification with members of shift scale (IDMS 4.09 1.35 0.18** 1.00
commitment to career scale (CCARS) 4.15 1.73 0.08* 0.23** 1.00
continuance commitment scale (CCS) 3.71 1.86 -0.14** -O.OI -0.05
Note: * *  =  significant at 0.01; * = significant at 0.05;
7.6.2 Derived variables of constabulary’s social representation of bullying
The constabulary’s social representation of bullying was gauged by the responses to seven 
post-manipulation statements. These data were subjected to correlation analysis (see table 
7.9) in order to see whether they might best be represented in a smaller number of factors.
Table 7.9: Pearson’s correlation co-efficient analysis of the items measuring the SR of bullying
Question 24 
Item: (a) (b) (c)
Item
(d) (e) (f) (g)
a) behaviour is part of job 1.00
b) happened to most officers .39** 1.00
c) behaviour is to be expected .61** .52** 1.00
d) behaviour is acceptable .68** .33** .66** 1.00
e) behaviour is common .40** .67** .54** .38** 1.00
f) behaviour is reasonable .69** .35** .69** .85** .45** 1.00
g) behaviour is justifiable .67** .34** .65** .78** .44** .87** 1.00
Notes: a) behaviour is part of job, b) happened to most officers, c) behaviour is to be expected,
d) behaviour is acceptable, e) behaviour is common, f) behaviour is reasonable, 
g) behaviour is justifiable 
** significant at 0.01 level (two-tailed)
There were significant associations between each of the items with very strong, but not 
perfect correlations between acceptable and reasonable (r = 0.85), reasonable and
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justifiable (r = 0.87) and justifiable and acceptable (r = 0.78) indicating that respondents 
saw them as similar but not identical in meaning.
The magnitude of the associations called into question whether these data made a unique 
and useful contribution or whether these items could be equally well represented within a 
smaller number of factors. Factor analysis using direct oblimin rotation isolated two 
components, the first relating to the acceptability of the behaviour whilst the second 
addressed its common-ness or normality (table 7.10). Between them these explained 
80.17% of the total variance. There was one complex item (c ‘the behaviour is to be 
expected’), which loaded on to both factors.
Table 7.10: Factor analysis of items measuring the SR of bullying (question 24 refers)
Question 24 
Item:
Factor I Factor II
SR Acceptability SR Common ness 
Scale (SRAS) Scale (SRCS)
f) the behaviour is reasonable .919
d) the behaviour is acceptable .903
g) the behaviour is justifiable .893
a) the behaviour is part of the job and not personal .778
c) the behaviour is to be expected .678 .501
b) this has happened to most police officers at some time .902
e) the behaviour is common__________________________________________________ .859
Percentage of variance explained 63.937% 16.231%
The five-item acceptability scale (SRAS) produced an alpha reliability co-efficient of 0.91 
or 0.92 with item c) ‘the behaviour is to be expected’ removed. The three-item common­
ness scale (SRCS) also produced an acceptable alpha reliability co-efficient of 0.80 or 
0.80 with item c) removed. As the complex item contributes little to either scale, and the 
item does not seem to sit comfortably in either component, it was decided to exclude the 
item from the factor variables.
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Factor variables or scales were constructed according to the underlying meaning of the 
two factors. The values for each of the item within the scale were totalled then divided by 
the number of items in the scale in order to give a comparable score. For both scales the 
range of scores was 6 (mean SRAS=2.31, sd=1.50; mean SRCS=3.62, sd=1.69), and 
skewness and kurtosis fell within the acceptable range o f+/-1.00.
The acceptability scores indicate that the respondents moderately / slightly disagreed that 
the behaviour described in the manipulation scenarios was acceptable whilst tending to be 
non-committal (neither agree nor disagree) in their responses as to whether the same 
behaviour was common (see table 7.11). There was a significant inter-correlation between 
the two scales (r = 0.47).
Table 7.11 : basic descriptives of the two factors underlying the SR of bullying
Intercorrelation
Factor variable Mean SD SRAS SRCS
SR ‘acceptability’ scale (SRAS) 2,31 1.50 1.00
SR ‘common-ness’ scale (SRCS) 3.62 1.69 0.47** 1.00
Note; ** Correlation significant at 0.01 level
7.7 Summary
Descriptions have been given of the attention to detail, both in the formulation of the 
questionnaire and of the method of distribution, which is thought to be reflected in the 
high return rate in excess of 68%.
Analysis of the demographic and career details of the respondents recruited for this 
research, confirm them to be a representative sample of the participating constabulary.
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The constabulary itself is thought to representative of constabularies generally: it polices 
diverse populations in both urban and rural settings, and routine HMIC inspection of the 
constabulary makes no mention of any particular problem with regard to bullying.
This chapter has elaborated on the measures used and the rationale behind their inclusion. 
It was notable that the variables derived from the measurement of identification did not 
map onto the sub-scales used to construct this section of the questionnaire. This might 
reflect the overlap between some of the measures or it might be a specific aberration 
linked to the target population.
Having described the method and construction of the derived variables, the next chapter 
will focus on the preliminary analyses of the data.
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Chapter Eight
Study Two Results
8.1 Introduction
Chapter seven described the methods employed in study two and the calculation of the 
derived variables. The responses from the questionnaire formed the raw data, the data 
screening and preliminary analyses of which will be reported in this chapter. These will 
be presented in section order. Data recording the respondents’ demographic and 
occupational details (section A) will be followed by the analysis of the identification 
section (section B), including associations between the derived variables of identification 
(see 7.6.1) and the occupational variables. In addition to presenting descriptive analysis of 
respondents’ perceptions of the importance of specific values to the police service and the 
degree to which each of these describe the shift members, the section addressing values 
(section C) also outlines the process by which the derived value-match variable is 
calculated. Finally, the descriptive statistics and preliminary analyses of the manipulation 
responses will be presented and a summary of the chapter given
8.2 Preliminary Analyses
8.2.1 Section A: Demographic and occupational detail
The sex, age and occupational profiles of participants were presented in the last chapter 
(see table 7.3), but tables 8.1 to 8.3 contain details of the additional demographic and 
career information collected from respondents.
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Table 8.1; Frequency table of demographic and occupational details
Variable N Percentage Variable N Percentage
M arital Status; Previous Occupation:
M arried................................ 502 65.8% Student.............................. 133 17.4%
Div/SepAVidowed.............. 54 7.1% Clerical............................. 121 15.9%
Single..................................... 92 12.1% Manufacturing.................. 59 7.7%
Long term relationship....... 110 14.4% Army................................ 122 16.0%
O ther................................ 320 41.9%
Education; Recruitment Method
GCSE / GCE ‘O’ level....... 296 38.8% Accelerated Promotion
N V Q .................................... 14 1.8% Scheme............................ 10 1.3%
‘A’ level............................... 203 26.6%
Degree.................................. 151 19.8% Non-APS......................... 748 98.0%
Professional Qualifications. 53 6.9%
O ther..................................... 39 5.1%
Tables 8.2 and 8.3 contain details of the number of respondents in each rank and 
department: both current and those to which they aspire. From these data it was possible to 
calculate the career profile of respondents indicating the presence and direction of 
ambition.
Table 8.2; Current and Aspirational Rank
Probat. PC Constable Sgt Insp. Ch.lnsp.< Missing Total
Current rank
Aspirational
rank
70
(9.2%)
520
(68.2%)
230
(30.1%)
115
(15.1%)
219
(28.7%)
30
(3.9%)
165
(21.6%)
22
(2.9%)
128
(16.8%)
6
(0.8%)
21
(2.8%)
763
(100.0%)
763
(100.0%)
Table 8.3; Current and Aspirational Department
Uniform- Uniform- CID 
district other
RPU Other Missing Total
Current
department
Aspirational
department
468
(61.3%)
319
(41.8%)
86
(11.3%)
60
(7.9%)
116
(15.2%)
199
(26.1%)
57
(7.5%)
93
(12.2%)
31
(4.1%)
47
(6.2%)
5
(0.7%)
45
(5.9%)
763
(100.00)
763
(100.0%)
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In all 446 of respondents (58.5%) were calculated as having a ‘careerist’ profile, i.e. 
having ambitions for promotion, with many aspiring to ranks at least two levels above 
their current status. Of the remaining respondents 49 (6.4%) were termed ‘lateralists’, i.e. 
wanting to develop at an equivalent rank to the one currently held, and 229 (30%) were 
‘static’, i.e. those with no special current career ambitions. There were 39 (5.1%) missing 
responses.
For reasons given in chapter six the variables of rank and department were expected to 
contribute to respondents’ social identification. The degree to which officers might have 
been co-opted to other departments or be covering higher-ranking positions was therefore 
an important consideration. However, frequency analysis of respondents reporting a 
difference between their current and operational rank and department showed that this was 
not a common occurrence (serving in different rank = 58, serving in different department 
= 31). These two variables were eliminated fi*om subsequent analyses.
8.2.2 Section B: Identification
There were 659 valid responses to the question, which requested respondents to rank order 
the importance of the organisational levels of the police service to their sense of self (see 
table 8.4). The shift / team was recorded as the most important level by over half of the 
respondents (N=375, 56.9%).
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Table 8.4: Organisational level of salience
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Valid responses
Organisational level most important to the sense of self N Percentage
Police Service 146 22.3%
Constabulary 35 5.3%
District / Department 49 7.4%
Sector / Unit 54 8.1%
Shift / Team 375 56.9%
Higher rank was associated with increased salience of the district / department, matched 
by a corresponding decrease in the salience of the shift / team (see figures 8.1 and 8.2).
. i  1.5
i
te - I
%
probationer pc insp. ch. insp.<
current rank
Figure 8.1: Chart showing the impact of 
respondent rank on mean score of importance 
of belonging to the district
E
.i
§
.2
!
probationer sgt ch. insp.<
current rank
Figure 8.2: Chart showing the impact of 
respondent rank on mean score of importance 
of belonging to the shift / team
The responses measuring the degree of the salience of identification at the two extremes of 
police organisation, i.e. at the generic level of policing generally and at the smallest unit 
level of the shift or team, were similar. In both instances the mode (7) was at the highest 
end of the available scale indicating extreme importance, whilst the means (police service 
mean = 5.94, sd=1.29; shift / team mean = 6.02, sd=1.31) suggested moderate importance.
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There were four derived variables of identification: identification with the shift scale 
(IDSS), identification with shift members scale (IDMS), commitment to career scale 
(CCARS), and continuance commitment scale (CCS). Table 8.5 contains the mean scores 
for the items in each of these sub-scales.
Table 8.5: Mean scores with standard deviation of the derived variables of identification
Derived variables of identification Mean SD
Identification with the shift scale (IDSS) 6.30 0.96
Identification with shift members scale (IDMS) 4.09 1.35
Career commitment scale (CCARS) 4.15 1.73
Continuance commitment scale (CCS) 3.71 1.86
Scale 1 to 7 (higher number denotes greater identification)
Based on the culture of the police service and research into identification, it was 
anticipated that there would be some effect of certain occupational and demographic 
variables (e.g. tenure) on the derived identification variables. If, as expected, the degree of 
identification is reflected in the likely sharing of social representations of bullying within 
the constabulary, any such occupational and demographic differences in identification 
should be examined and possible inter-relationships considered.
Figures 8.3 to 8.12 suggest that such associations are present in these data, vrith significant 
differences recorded for the scores on the identification sub-scales of identification with 
shift / team members (IDMS), commitment to career (CCARS), and continuance 
commitment (CCS, i.e. commitment based on the perceived lack of viable alternatives) 
according to the occupational groupings of the respondents.
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6-10 11-15 16-20 21-25
years' service
Figure8.3: differences in IDMS scores
according to tenure
F(5, 744)=7.842, p< 0.001
probationer ch.insp.'
Figure 8.5: differences in IDMS scores 
according to current rank 
F(4,743)=5.354, p<0.001
m m
support operational
current job
Figure8.4: differences in IDMS scores 
according to current job 
F(2,730)=6.546, p=0.002
I
I
s
i
div/sep/wldow single long term relationmarried
marital status
Figure 8.6: differences in IDMS scores 
according to marital status 
F(3,745)=5.330, p=0.001
As shown in figure 8.3, IDMS scores were highest for respondents with 0-5 years’ service. 
There was then a steady reduction in IDMS scores through to 11-15 years’ service after 
which the linear nature of the downward trend was interrupted. It is possible that this link 
between tenure and IDMS may be informed by figures 8.4 and 8.5, which show that 
IDMS scores were higher for operational staff and lower ranks. It might have been 
anticipated that respondents who had only been in the service for a short time were also 
likely to be of lower rank and serving in an operational role. The marital status of
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respondents was also seen to have a significant impact on IDMS scores, where in line with 
expectations raised by research into marital status and identification, married respondents 
recorded lower IDMS scores than their colleagues (figure 8.6)
Ü 3 6
g  4.0
Adi)
career profile
Figures.?: differences in CCARS scores 
according to career profile 
F(2, 710)= 13.684, p< 0.001
years' service
Figure 8.9: differences in CCARS scores 
according to tenure 
F(5,741)=10.833, p<0.001
Ü  3.4
probationer sgt insp
current rank
FigureS.S: differences in CCARS scores 
according to current rank 
F(4,740)=8.471,p<0.001
ch. insp.-
E
E
O  3.2
supervisory operational support
current job
Figure 8.10: differences in CCARS scores 
according to current job 
F(2,727)=4.216, p=0.02
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The figures also indicate significant differences in CCARS scores according to 
occupational variables. Reference to figure 8.7, which gives the CCARS scores for 
respondents in the three career profile categories, shows that the scoring followed the 
expected pattern. Officers having a static career profile recorded the lowest scores and 
careerist the highest scores, with lateralists registering scores between the two.
Figure 8.8 indicates that amongst the ranks, that of probationer produced the highest 
CCARS scores, perhaps reflecting the ambition of new recruits. This was consistent with 
the finding, relating to tenure, that respondents with 0-5 years’ service, which would 
include all probationers, also had the highest CCARS scores (figure 8.9). Thereafter, 
constables recorded the lowest CCARS scores, although there was a trend towards greater 
commitment to career from the rank of constable to chief inspector and above (figure 8.8). 
Higher CCARS scores were also associated with supervisory role, which is also associated 
with higher rank (figure 8.10).
.1  3.8 
O  3.6
married div/sep/widow single long term relation
marital status
Figure 8.11: differences in CCARS scores according to marital 
status F(3,742)=12.095, p<0.001
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Marital status also produced significant differences in CCARS scores, with married 
officers recording lower scores than their counterparts (figure 8.11).
Finally, significant differences in CCS scores were identified between respondents from 
different departments, with RPU (road patrol unit) officers recording the lowest scores and 
officers in the ‘other’ category scoring highest (figure 8.12).
6 2.8
department
Figure 8.12: differences in CCS scores according to respondent 
department F(3,742)=12.095, p<0.001
The demographic variables used in this research made no significant difference to the sub­
scale measuring the level of identification with the group.
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8.2.3 Section C; Values
Prior to analyses the data were screened for missing values and outliers. The values of 
most, and least, importance to the police service were calculated by frequency analysis 
(see tables 8.6 and 8.7 respectively). The means of the most important value (mean=6.79, 
sd=0.68) and least important value (mean=4.15, sd=1.56) provide a baseline score for the 
importance of values.
Table 8.6: Frequency table of the most important value of a police officer
Value Freq Percent Order Value Freq Percent Order
Honesty 408 53.5 1 Fairness 12 1.6 =11
Enthusiasm 53 6.9 2 Calmness 11 1.4 13
Commitment 45 5.9 = 3 Logical thinking 10 1.3 14
Communications 45 5.9 = 3 Tolerance 7 .9 15
interpersonal skills 31 4.1 5 Good health 5 .7 16
Open-mindedness 23 3.0 6 Emotional stability 4 .5 =17
Sense of humour 22 2.9 7 Good organization 4 .5 =17
Assertiveness 13 1.7 = 8 Decisiveness 3 .4 19
Helpfulness 13 1.7 = 8 Imagination 2 .3 =20
Team-worker 13 1.7 = 8 Independence 2 .3 =20
Moral couraqe 12 1.6 =11 Acceptance of discipline 1 .1 22
Table 8.7: Frequency table of the least important value of a police officer
Value Freq Percent Order Value Freq Percent Order
Independence 222 29.1 1 Open mindedness 13 1.7 =11
Imagination 128 16.8 2 Tolerance 12 1.6 13
Acceptance of discipline 76 10.0 3 Enthusiasm 8 1.0 14
Sense of humour 67 8.8 4 Assertiveness 7 .9 =15
Emotional stability 27 3.5 5 Fairness 7 .9 =15
Logical thinking 25 3.3 6 Interpersonal skills 7 .9 =15
Good organization 23 3.0 7 Communications 3 .4 =18
Good health 20 2.6 8 Decisiveness 3 .4 =18
Teamwork 18 2.4 9 Helpfulness 2 .3 20
Commitment 14 1.8 10 Honesty 1 .1 =21
Moral courage 13 1.7 =11 Calmness 1 .1 =21
Having established some form of baseline suggesting that extremely important (7) and 
neither important nor unimportant (4) described the mean range of importance of the 
named values of a police officer, respondents rated each of the twenty-two values in terms 
of their importance to the police service using the same 7-point scale (7 = extremely
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important to 1 = completely unimportant) (see table 8.8). In line with expectations raised 
by the base line figure, these data were negatively skewed indicating that respondents 
tended to attribute a high score to each value.
Table 8.8: Rating of values o f importance to the police service (in descending order)
N ........
Value Valid Miss Mean Std. Dev
Honesty 730 33 6.81 .58
Calmness 730 33 6.28 .83
Good communication 731 32 6.13 .92
Fairness 731 32 6.10 .98
Moral courage 731 32 6.07 .95
Tolerance 730 33 5.97 .99
Helpfulness 731 32 5.97 .98
Interpersonal skills 731 32 5.95 .96
Assertiveness 731 32 5.92 .88
Decisiveness 729 34 5.91 .88
Open mindedness 730 33 5.84 1.07
Enthusiasm 731 32 5.78 1.13
Commitment 731 32 5.76 1.18
Good health 729 34 5.76 1.09
Sense of humour 731 32 5.74 1.28
Team worker 731 32 5.71 1.17
Emotional .stability 731 32 5.56 1.18
Good organization 731 32 5.53 1.10
Logical 731 32 5.50 1.05
Acceptance of discipline 731 32 5.40 1.25
Imagination 731 32 4.66 1.35
Independence 731 32 4.47 1.54
Scale 1 to 7 (higher number denotes greater importance)
This process was then repeated but this time with respondents rating the values as they 
would describe members of their own shift or team. The scale was retained with the 
lowest value of 1 denoting that shift /team members score extremely low on possession of 
the quality, and 7 that they score extremely high on the quality. The results are presented 
in Table 8.9.
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Table 8.9: Rating of values describing shift members (in descending order) 
: N
Value Valid Miss Mean Std. Dev
Honesty 696 67 6.44 .81
Sense of humour 696 67 6.00 1.06
Moral courage 696 67 5.91 .97
Assertiveness 697 66 5.81 .98
Helpfulness 696 67 5.68 1.01
Calmness 694 69 5.65 1.02
Fairness 696 67 5.65 1.06
Good communications 697 66 5.64 1.05
Team worker 695 68 5.62 1.19
Decisiveness 696 67 5.58 1.02
Interpersonal skills 696 67 5.57 1.06
Open mindedness 694 69 5.44 1.08
Commitment 697 66 5.42 1.24
Tolerance 696 67 5.37 1.05
Logical thinking 695 68 5.35 1.02
Good health 697 66 5.30 1.18
Acceptance of discipline 695 68 5.29 1.19
Emotional.stability 696 67 5.29 1.15
Good organization 696 67 5.25 1.12
Enthusiasm 697 66 5.12 1.41
Independence 697 66 5.09 1.33
Imagination 697 66 4.90 1.24
Scale 1 to 7 (higher number denotes that value describes group members better)
Sixty-nine respondents failed to complete this section. It was thought that for some 
respondents, e.g. higher ranking headquarter staff or lone constables on rural beats, this 
might reflect their working environment in that they do not operate within a shift or team. 
Cross-referencing of missing values to work variables provided some support for this 
explanation. For example missing data were registered for 12.04% of headquarter staff 
and 9.28% of rural officers, compared to 7.43% for urban-based officers, and 16.67% of 
inspectors failed to respond to this section compared to 10% for all other ranks.
As indicated by the mapping sentence addressing the shared social representations of 
bullying, it was necessary to calculate the respondents’ perception of the match between 
the values of importance to the police service and as these described their own group.
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Exact matches in value ratings were coded as 1 and mismatches as 0. These were then 
summed into a new ‘value match’ variable. There were 680 valid responses with a mean 
of 9.13 (SD=4.60), median = 9.00, mode = 9. The limitation with this procedure is that it 
gives no indication as to whether the bias is for or against group members.
8.2.4 Section D: Workplace interactions
8,2.4,1 Checks on appropriateness o f data
There were 16 variants of the questionnaire, identical in every respect except for the 
manipulation scenario. Before analysing any data relating to the scenarios it was important 
to check that a) the context of the scenario was meaningful to the respondents, and b) that 
there was a representative sample of the target population and an even distribution of 
respondents in terms of demographic and career groupings over each variant, and c) that 
the manipulations were effective.
Context experience
In order to confirm that the context of the scenario was meaningful, fi*equency analysis 
was carried out on the public order operations and training experience of respondents (see 
table 8.10).
Table 8.10: Public order operations and training experience -  all respondents
Last in Public O rder Within last year 1-2 years ago over 2 years ago Never N_____
Operations 297 38.9% 98 12.8% 271 35.5% 83 10.9% 749 98.2%
Training 462 60.6% 87 11.4% 201 26.3% 3 0.4% 753 98.7%
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Representative-ness o f sample
The representative-ness of the sample population was confirmed using cross-tabs with chi- 
square tests for the categorical data, the results of which are given in table 8.11 (see 
Appendix 19 for the table of participant profiles by variant).
Table 8.11: Chi-square tests on cross-tabulated demographic and career variables
Variable Value df SIg.
Sex 13.907 15 0.533
Marital status 38.634 45 0.737
Education 61.362 75 0.872
Previous occupation 61.118 60 0.436
Tenure 62.351 75 0.857
Base 18.331 30 0.953
Job 25.190 30 0.716
Rank 27.743 45 0.980
Department 36.550 45 0.811
The effectiveness o f  the manipulation checks
The effectiveness of the manipulations per se was assessed through statistical analysis of 
the manipulation check items. The manipulation was deemed to have worked if a 
statistically significant difference between the scores for the two conditions within the 
manipulation was obtained. The results of these tests are presented in table 8.12. The 
description of the manipulation check includes the Mapping Sentence coding together 
with the item number and description of the relevant check item. Higher scores are 
highlighted and the probability value of statistically significant results presented in bold 
figures.
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Table 8.12: Table showing the effectiveness of the manipulation checks 
Manipulation Check Condition N Mean score 
(std. dev.)
Results
A Type (of behaviour)
25j ‘the nature of the criticism 
made it personal’
Ü1 Task 
U2 Personal
387
370
4.44(1.81)
; : m L # j
t(741)=-8.630,
p<0.001
B Context
25k ‘the behaviour was 
legitimate in the setting in 
which it occurred’
bi Training 
bz Operations
373
384
2.35 (1.63)
263(1.68)
t(742)=-2.350,
p=0.019
C Legitimate Power
25h ‘the rank of Officer A 
explains his/her behaviour’
Cl High rank 
0 2  Low rank
394
363
2.89 (2.05) 
2.96 (2.00)
t(743)=-0.494,
p=0.621
D Expert Power
25i ‘the relative experience of 
Officer A explains his/her 
behaviour
di High authority 
dz Low authority
380
377
3.21 (2.05)
3 # @ )
t(741)=-1.946,
p=0.052
Sentence notation
Higher scores highlighted
Statistically significant results presented in bold
There was no significant difference in scoring between the high and low rank conditions. 
The possible interpretations for the lack of effect of the manipulation on the check are that 
a) the rank of the officer was not noted, b) that there is no link between the rank of an 
officer and the interpretation of their behaviour, c) that the manipulation was 
inappropriate. It is argued that in such an hierarchical organisation as the police service, it 
is unreasonable to suggest that where the rank of an officer is given it would not be 
registered by the respondents. Therefore, it is argued that respondents acknowledged the 
rank of the officer but discounted the effect of rank as an explanation for the described 
behaviour.
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8.2,4.2 The constabulary’s social representations of bullying
Within the scenarios the selected components of bullying, i.e. power (high/low rank and 
high/low authority), context (training/operations) and type of behaviour (personal/task 
criticism) were manipulated, the responses to the manipulation indicating the 
constabulary’s social representations of bullying.
Table 8.13: Means (Std. Dev.) by variant for the derived variables of the constabulary’s SR of bullying 
Acceptability
C o n sta b u la r y  S R  o f  b u lly in g  
Q u e st io n n a ir e  A c c e p ta b ility  C o m m o n n e s s
V a r ia n t  N  M e a n  (std . d ev .)  N  M e a n  (std . d ev .)
V I 4 7 1.81 (1 .0 8 ) 47 3 .13  (1 .6 0 )
V 2 4 8 1 .4 9 (1 .1 5 ) 4 8 3 .3 5  (1 .8 3 )
V 3 4 9 3 .0 0 (1 .6 3 ) 50 4 .1 8 (1 .7 0 )
V 4 49 2 .7 9 (1 .6 8 ) 49 4 .0 0 (1 .7 6 )
V 5 4 4 1 .5 7 (1 .1 1 ) 43 3 .0 2 (1 .7 1 )
V 6 43 1 .7 6 (1 .0 5 ) 44 3 .35  (1 .8 0 )
V 7 41 2.53  (1 .2 6 ) 41 3 .7 0 (1 .7 4 )
V S 42 3.01  (1 .7 6 ) 42 4 .1 1 (1 .8 8 )
V 9 47 1 .7 2 (0 .8 4 ) 47 3 .1 5 (1 .6 4 )
V IO 45 1 .4 0 (0 .9 1 ) 45 3 .1 2 (1 .4 7 )
V l l 53 3 .1 8 (1 .9 2 ) 54 3 .7 2 (1 .5 9 )
V 1 2 48 2.85  (1 .5 0 ) 48 4 .0 4 (1 .6 7 )
V 1 3 46 1.72 (0 .9 7 ) 45 3 .3 9 (1 .5 7 )
V 1 4 45 1 ,9 9 (1 .1 6 ) 45 3 .43  (1 .6 0 )
V 1 5 46 2 .7 7 (1 .6 9 ) 47 4 .1 2 (1 .5 7 )
V 1 6 45 3 .1 9 (1 .3 9 ) 47 3 .9 6 (1 .3 9 )
F (15 , 7 2 2 )= 1 1.077 ,
p < 0 .001
F (1 5 , 7 2 6 )= 2 .8 4 7 ,
p < 0 .0 0 1
Scale 1 to 7 (higher number denotes greater acceptability or common-ness)
Questionnaire variant refers to the particular manipulation scenario presented (see appendix 17)
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Table 8.13 contains the means and standard deviations of the derived variables of the 
social representations of bullying, i.e. acceptability and common-ness, by questionnaire 
variant. One-way Analysis of Variance (ANOVA) recorded significant differences in the 
scores between variants. Multiple comparison post-hoc tests with Bonferroni adjustment 
indicated that the acceptability scores for each variant was significantly different from at 
least two and up to eight of the other variants. Similar post-hoc testing of the common­
ness scores failed to produce any such differences. From the results it would appear that, 
there is a certain level of ambivalence in the constabulary’s social representations of 
bullying, which although recognising it as unacceptable also places it in the realm of being 
more common than the level of acceptability suggests.
Reference to the table shows an emerging pattern of consistently higher responses for 
alternate pairs of variants, such that the responses for variants 1,2 are lower than those for 
3,4, and those for 5,6 are lower than those for 7, 8. Reference to the cell matrix in 
appendix 17 indicates that this pattern is consistent with the questionnaire variants linked 
with the personal / task dichotomy.
The contrast between the scores for the two conditions within each manipulation becomes 
clearer when the manipulations are looked at separately (see figures 8.13 to 8.16).
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manipulation: 
□  personal 
I I task
AccepiaDHity Common-ri
Social Representation (q24) Scales
Fig 8.13: comparison o f  SR scores with 
manipulation o f  behaviour
5  1.0
Acceptability Common-ness
Social Representation (q24) Scales
Fig 8.15: comparison o f  SR scores with 
manipulation o f  rank
2,0.
Acceptability Com m orwiess
Social Representation (q24) Scales
Fig 8.14: comparison o f  SR scores with 
manipulation o f  context
manipulation;
BSjj training 
I I operations
manipulation:
R
□  high rank CO
s1 Mow rank
manipulation:
I I high authority 
I I low authority
Acceptability Common-ness
Social Representation (q24) Scales
Fig 8.16: comparison o f  SR scores with 
manipulation o f  authority
Tables of means (tables 8.14 and 8.15), with higher scores shaded to aid comparison, were 
created for the scores for the SR components of acceptability and common-ness produced 
by the manipulations. It is clear that the differences in scores between the two conditions 
of each manipulation, and indeed between manipulations themselves are small. The 
manipulation of type of behaviour (personal / task) alone produced a significant difference 
in scores (Bonferroni adjustment was applied giving a required p-value of 0.006 for 
statistical significance).
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Table 8.14: Scores for the social representation of acceptability by manipulation type
Manipulation Condition N Mean (std.dev.) Result
A Type (of behaviour) ai Task 
a2 Personal
387
370
^ 92 (1.62) 
2.16 (1.49)
t(623.756)=-l 1.047,
p<0.001
B Context bi Training 
b2 Operations
373
384
2.25 (1.49) 
2 M (1 :5 1 )
t(734)=-1.122, 
p-0.262 NS
C Legitimate Power Cl High rank 
C2  Low rank
394
363
2.31 (1.56) t(734)=-0.142, 
p=0.887 NS
D Expert Power di High authority 
d2  Low authority
380
377
2.31 (1.50)
2.31 (1.51)
t(734)=0.027, 
p=0.978 NS
Sentence notation
Scale 1 to 7 (higher number denotes greater acceptability)
Only the manipulation of “type of behaviour” produced a significant difference in the SR 
acceptability scores (table 8.14). The difference in scores between the task and personal 
conditions were in the expected direction with persistent task criticism being perceived as 
significantly more acceptable than persistent personal criticism.
Table 8.15: Scores for the social representation of common-ness by manipulation type
Manipulation Condition N Mean (std.dev.) Result
A Type (of behaviour) a  ^Task 387 3.98 (1.66) t(738)=-7.635,
a 2 Personal 370 3.30 (1.55) p<0.001
B Context bi Training 373 3.61 (1.79) t(720.190)=-0.157,
bz Operations 384 3.62 (1.60) p=0.875 NS
C Legitimate Power Ci High rank 394 3.60 (1.70) t(734)=-0.313,
0 2  Low rank 363 p.64 (1.69) p=0.755 NS
D Expert Power di High authority 380 3.56 (1.68) t(734)=-0.940,
d2 Low authority 377 p.67 (Î.71) p=0.348 NS
A Type, B Context, C Legitimate Power, D Expert Power and ai a2  hi bz Ci Cg di di taken from Mapping 
Sentence notation
Scale 1 to 7 (higher number denotes greater common-ness)
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Not only were the differences in SR common-ness scores (table 8.15) produced by the 
manipulation of context, legitimate power and expert power not significant, they were also 
not in the direction predicted by the Mapping Sentence. In contrast, differences in the 
common-ness scores resulting from the manipulation of type of behaviour were both 
significant and in the expected direction.
Only three demographic or career variables had an effect on the respondent’s view of the 
acceptability factor of the constabulary’s social representation of bullying (see figures 
8.17 to 8.19). No such effects were noted for common-ness.
o  0.0
K 1.0'
U  0.0 ;
%
probationer pc
Ü  0.0 I
me
operational 
current job
support
Fig 8.17: differences by sex o f  respondent on 
SR factor o f  acceptability: t(215.346)=-2.586, p-O.OI
Fig 8.18: differences by respondent job  or role on 
SR factor o f  acceptability: F(2,719)=4.951,p=0.01
sg t insp. cti. insp.-
current rank
Fig 8.19: differences by rank o f  respondent on 
SR factor o f  acceptability: F (4,731)=3.859, p=0.004
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8,2,43 Differences between social representations and personal perceptions 
That part of the manipulation section addressing the personal perceptions of bullying is 
used in conjunction with the constabulary’s social representations of bullying to produce a 
distance score indicating the degree of shared representations. Before proceeding with this 
calculation the underlying assumption that there are differences between personal 
perceptions and social representations was tested.
The contrast between the mean scores for all the items in the identical questions 
addressing the social representations of bullying and the personal perceptions of bullying 
are presented in table 8.16. Statistical significance was established using a repeated 
measures within-subjects analysis. There was a main effect of question (SR [question 24] / 
personal percept [question 25]): F(ll,707)=7.372, p<0.001, Wilks’ Lambda=0.897, and a 
significant within-subjects effect for all items (see table 8.16).
Table 8.16: Statistical test of difference in means between responses to SR and personal percept of bullying
1 Dependent variable SR Mean Pers . Mean Results
(Std. Dev.) (Std. Dev.)
a) behaviour is part of job 2.77 (1.93) 2.92 (1.87) F(l,717)== 5.574, p=0.,018
b) has happened to most officers 3.97 (1.91) 4.32 (1.86) F(l,717)==31.906, p<0.,001
c) behaviour is to be expected 2.66 (1.80) 3.14 (1.90) F(l,717)==61.558, p<0.,001
d) behaviour is acceptable 2.09 (1.61) 2.21 (1.59) F(l,717)== 6.059, p=0.,014
e) behaviour is common 3.27 (1.79) 3.55 (1.84) F(1,717)==25.432, p<0.,001
f) behaviour is reasonable 2.13 (1.51) 2.27 (1.54) F(l,717)==14.456, p<0.,001
g) behaviour is justifiable 2.25 (1.61) 2.35 (1.61) F(l,717)== 5.952, p=0.,015
Scale 1 to 7 (higher number = greater agreement with the statement); Significant probability values in bold
8.2.5 Respondents’ comments
The comments were analysed by their content (see table 8.17 for examples: full list of 
comments Appendix 20).
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Table 8.17: Respondents’ comments 
Type of criticism N Example
Criticism of questionnaire
Global criticism of questionnaire
Wording
Criticism of identification section 
Criticism of qualities section
17 More police officers are needed to police effectively. I 
feel this survey is a pointless time consuming exercise
4 Some of the language used has the effect of leading the
questions towards a desired answer, i.e. question 17u) -  
the use o f the word ‘jumping’ instead o f ‘moving’ gives 
a derogatory connotation
2 ql7pl ‘part of family’ circled and following comment
given ‘do not like term. This is a phallacy (sic) o f the 
service’
13 it is inappropriate to ask officers to gauge their team 
workers in this manner
Criticism of manipulation section 26
Anonymity
Unsuitability for respondents
as a public order PSU commander in both training and 
operational incidents for 10+years I have never come 
across such a statement of behaviour. I would certainly 
have deemed it inappropriate had I heard it and would 
have dealt with ‘A’. Version 9
Whilst this is anonymous I believe I can be clearly 
identified - 1 would appreciate anonymity’
14 I am a detective and veiy experienced in the 
investigation of serious crime. I think this survey is 
geared more to the uniform department
Poor morale, lack of resources 10 the questionnaire does not get to the important 
questions: (1) am I committed to the job? Yes (2) am I 
committed to the police service? Yes (3) do they 
appreciate us? No (4) does my sergeant / inspector 
care? Yes (5) does my Chief Constable care? No. He 
does nothing to support us. He doesn’t care that we are 
over worked and under resourced. He doesn’t care that 
we are at high risk of injury, and he has no loyalty 
towards us. Criticism in the press is directed towards 
our sergeant and caused by ‘spin’, placing the blame 
squarely on his shoulders. Since the questionnaire asks 
for no specific comment on our senior officers I’m not 
surprised that he’s added his endorsement to the 
questionnaire. If he know the poor regard he has held in 
rural police stations he would be very worried
Individual comments 28 when looking at the situation with officer A & B it must 
be accepted that some people are not suited to the police 
force and officer A may be expressing his finstration 
that officers not suited to the job are so hard to get rid 
of
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In chapter two reference was made to the possibility that within the police context the 
representations of ‘bullied individual’ and ‘police officer’ might appear incongruent 
concepts such that it would be difficult for members of the service to accept that a police 
officer of any worth could also be bullied. In this regard the comments made by some of 
the respondents in study two, are quite informative, for example:
Participant 175 “... it is likely that the officer would be upset because 
the Police Force are too politically correct and recruit the wrong 
sort o f  people. ”
Participant 315 “... when looking at the situation with officer A & B 
it must be accepted that some people are not suited to the police force 
and officer A may be expressing his frustration that officers not 
suited to the job are so hard to get rid of. ”
A small pilot study (see Appendix 21) has suggested that bullied police officers are 
perceived as ineffective and lacking in the qualities listed in the questionnaire as important 
to the police service. If this is replicated in a full study the findings would be of 
importance both to research into bullying and to the police service.
8.3 Summary of preliminary results
In this chapter the preliminary results of the raw data have been presented.
The task of rank ordering organisational levels of importance to the sense of self resulted 
in 56.9% of respondents selecting the shift / team as most important. Contrary to 
expectations the generic level of the police service, which it had been anticipated would be 
the least salient, was ranked second in this order. The data also suggest that higher rank is
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associated with diminishing salience of the shift / team. Descriptive statistics were 
presented for the four identification sub-scales derived from the data, i.e. identification 
with the shift, identification with shift members, commitment to career and continuance 
commitment, and the effects of demographic and career-based social identifications on 
these scales were reported.
In terms of frequency, i.e. number of respondents selecting the values, honesty and 
enthusiasm emerged as the most important values of a police officer, and independence 
and imagination as the least important. Once the values were rated on a scale of 1 
(completely unimportant) to 7 (extremely important), honesty (mean = 6.81, sd = 0.58) 
and calmness (mean = 6.28, sd = 0.83) attracted the highest scores. The highest rating 
values describing shift / team members were honesty (mean = 6.44, sd = 0.81) and a sense 
of humour (mean = 6.00, sd = 1.06).
Responses to the question addressing respondent experience of public order training and 
operations confirmed that the respondent base was familiar with the contextual setting 
used in the scenario.
Cross-tabulation and Chi-square tests confirmed an even demographic and career-based 
categorical distribution of respondents across the sixteen variants of the questionnaire, and 
manipulation checks confirmed the effectiveness of the manipulations of type of 
behaviour, context and the power issue of authority. The check for the manipulation of 
rank was insignificant. There are two possible explanations for this: either the rank of the 
officer was not noted, or there is no link between the rank of an officer and expected 
behaviour. It is argued that in such an hierarchical organisation as the police service, it is
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unreasonable to suggest that where the rank of an officer is given it would not be 
registered by the respondents. Therefore, the alternative explanation, that respondents 
acknowledged the rank of the officer but discounted the effect of rank as an explanation 
for the described behaviour, is considered the most plausible.
These data produced significant differences between questionnaire variant scores for the 
derived variables (acceptability and common-ness) of the social representation of bullying, 
although only the manipulation of type of behaviour proved significant. The demographic 
variable of sex, and the career variables of job and rank produced significant differences in 
the SR factor of acceptability.
Significant differences were recorded between the constabulary’s SR and the respondents’ 
own perceptions of bullying, and distance scores between the two calculated.
In the next chapter these findings will be applied to the mapping sentences, which will be 
tested and revised where indicated by the data.
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Chapter Nine
Testing the Mapping Sentences
9.1 Introduction
Chapter five (study 1) described how the three postulated components of bullying, i.e. 
type of behaviour, context and power, were identified by police service participants. 
In chapter six these were presented as a mapping sentence predicting the content of 
the constabulary’s social representation of bullying. A second mapping sentence 
described the expected associations between social identification with the 
constabulary and the likelihood that individual respondents would share the social 
representations of bullying.
In this chapter the degree to which the data collected in this study support the 
hypotheses presented in the mapping sentences will be tested.
9.2 The constabulary’s social representation of bullying
Figure 9.1 (Mapping Sentence of the Constabulary’s Social Representation of 
Bullying) is repeated fi*om chapter six. This shows how the components of type of 
behaviour, context and power are expected to contribute to the understanding of the 
constabulary’s social representations of bullying in terms of their acceptability and 
common-ness.
2 2 2
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The likelihood that the constabulaiy’s social representations of acceptability and common-ness of
A Type B Context
Jai task 1 Jb i training 1
persistent ^ personal | criticism in a v ba operational r
C Legitimate Power 
r  Cl h ighl
setting by a "4 C2 I0 W r  ranking
D Expert Power
officer withith S  dibigh 'L
di low J
high I J  high
authority is "j to r  acceptability and j to
low J  L low
common-ness.
Figure 9.1: Mapping Sentence of the Constabulary’s Social Representation of Bullying
In order to compare the relative importance of each of the components a manipulation 
technique was employed. The way in which this works and was operationalised in 
this study has already been described in chapter seven. Basically the manipulation 
took the form of a scenario within which the three constructs associated with bullying, 
i.e. A Type (of behaviour) (ai task criticism / personal criticism), B Context 
(bitraining / bzOperations), and power in the form of C Legitimate Power (c;high rank / 
C2I0W rank) and D Expert Power (dihigh authority or expertise /  d2low authority or 
expertise), were manipulated. Thus there were 16 different scenarios: one per 
questionnaire variant.
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To be sure that the responses were measuring the effect of the manipulation of the 
specific components of bullying, a single check item was incorporated into the 
questionnaire for each manipulation. As described in chapter eight, significant results 
were obtained for three out of the four manipulations, i.e. type of behaviour 
(t(741)=8.630, p<0.01), context (t(742)= -2.350, p=0.02), and authority (t(741)= - 
1.946, p=0.05), suggesting than in these instances it is safe to conclude that any effect 
on the dependent variables (post-manipulation responses) is due to the manipulation 
of the independent variables (components of bullying).
9.2.1 Testing the mapping sentence of the constabulary’s SR of bullying
Recall that the mapping sentence predicted the order of importance of the components 
of bullying (1 = type of behaviour, 2 = context, 3 = legitimate power (rank), 4 = 
expert power (authority)) on constabulary representations in terms of acceptability 
and common-ness of behaviour. This sentence can be re-presented in a tabular form 
with the components of bullying predicting the order of their acceptability and 
common-ness (see table 9.1). Comparison can then be made with table 9.2, which 
shows the observed order of acceptability according to the data obtained fi*om the 
respondents in this study.
9.2.1.1 The social representations factor o f acceptability
The impact of the type of behaviour on acceptability appears to be supported by these 
data, with task based criticism consistently being recorded as more acceptable than 
personal criticism.
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Chapter Nine
However there is no set order suggesting that either the operational or the training 
environment has a noticeably stronger effect on the acceptability of such criticism.
It is possible to consider the relative effects of the other conditions if the findings 
from the context manipulation are controlled. Table 9.3 shows the order of 
acceptability produced by the other three components of bullying with the training 
condition held constant. All the permutations featuring task criticism produce higher 
acceptability scores. There also seems to be a combined pattern emerging between 
rank and authority in the order of: matched high rank and high authority, matched low 
rank and low authority, mismatched high rank and low authority and finally 
mismatched low rank and high authority. A similar pattern starts to emerge when the 
operations condition is held constant (table 9.4), but breaks down when the condition 
co-occurs with personal criticism.
Table 9.3: Effect of type of behaviour, rank and authority on acceptability scores, with training 
condition held constant
A Type
(of Behaviour'
B Context C Legit. Power
(Rank)
D Expert Power
(Authority)
High High ^
Low Low
High Low
Low High
High High
Low Low
High Low
Mean (SD) -^arian
Task Training
Task Training
Task Training
Task Training
Personal Training
Personal Training
Personal Training
Personal Training Low High
3.30(1.73)  
3.07(1.63)  
2.90(1.51)  
2.73(1.32)  
1.92(1.15)  
1.84(1.09)  
1.61 (1.12) 
1.59 (0.89)
High mean score = greater acceptability
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Table 9.4: Effect of type of behaviour, rank and authority on acceptability scores, with operations 
condition held constant
A Type
(of Behaviour'
B Context C Legit.Power
(Rank)
D Expert Power
(Authority)
Mean (SD) /arian
Task Operations High High 3.33(1.88) 11
Task Operations Low Low 3.12(1.54) 16
Task Operations Low High 2.92(1.62) 15
Task Operations High Low 2.84(1.48) 12
Personal Operations Low Low 2.12(1.24) 14
Personal Operations Low High 2.11(1.27) 13
Personal Operations High High 1.97(1.06) 9
Personal Operations High Low 1.54 (0.89) 10
High mean score = greater acceptability
To a certain extent the scoring patterns produced by these data reflect those predicted 
in the mapping sentence. The significance of these was tested using standard multiple 
regression between the components of bullying and the SR variable of acceptability, 
but before doing so the suitability of these data for such analysis was checked.
In addition to sensitivity to outliers, which were addressed in the initial screening 
process, multiple regression makes a number of assumptions about the data, the first 
of which relates to sample size. Tabachnick & Fidell (2001:117) provide a simple 
formula (N> 50 + 8m [where m is the number of IVs]) with which to calculate the 
required number of participants. As the number of respondents in this study (N=763) 
exceeded this figure (50 + (8)(4) = 82) it was safe to proceed to the next test of 
assumption, which concerns the absence of multicollinearity (highly correlated 
independent variables). The correlations between the independent variables 
(manipulations) were very small (see table 9.5) with no correlation approaching the 
critical r=0.90 figure suggested by Tabachnick & Fidell (2001:82).
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Table 9.5: Spearman’s Rho correlation co-efficients of manipulation types
Manipulation of Manipulation Manipulation of Manipulation of 
type of behaviour of context legitimate power expert power
Manipulation of j qq
type of behaviour
Manipulation o f gg j qq
context
Manipulation of _q2  q2  j qO
legitimate power
Manipulation o f _qj _q2  q2
expert power____________________ '
The final requirement of data refers to various aspects of the distribution of scores in 
the form of normality, linearity, homoscedasticity and independence of residuals. 
These were checked using the residual scatterplots produced by SPSS.
Having ensured that the data assumptions underlying multiple regression were met, a 
standard multiple regression was carried out between the components of bullying and 
the SR variable of acceptability. R for regression was significantly different from 
zero: F(4,733)=38.117, p<0.001. Only the manipulation of type of behaviour, which 
was moderately correlated with acceptability (R=0.415, p<0.001), also contributed 
significantly (17%, and 17% adjusted) to the explanation of the variability in 
acceptability scores (B=1.240, intercept=0.220, p=0.413, p<0.001).
9»2J,2 The social representations factor of common-ness
In order to aid comparison of the expected and observed order of the manipulation 
conditions in the explanation of the social representation factor of common-ness, table
9.1 is re-presented alongside table 9.6.
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Chapter Nine
Within the task condition, the observed order matches expectations in that task 
criticism is consistently reported as more common than personal criticism. The 
expected pattern was followed with regard to the context within which the task 
criticism occurred, with public order training rather than a public order operations 
attracting the higher score for common-ness.
There was a discernable pattern of responses within the first four rows of the rank 
column where contrary to expectations persistent criticism was seen as more common 
from a lower ranking officer than from an officer of higher rank. In the authority 
column the findings, at least in the first five rows, followed the expected pattern of 
responses set out in the mapping sentence with high authority contributing to the 
perceived common-ness of the event.
Within the personal criticism condition, the relative effects of the components of 
context, and power on common-ness of behaviour seem less predictable. Once again 
these data provide some initial support for the hypothesised order of importance of the 
components of bullying to the SR factor of common-ness
Following data screening and cleaning and checking the data assumptions 
underpinning the technique, standard multiple regression between the components of 
bullying and the SR variable of common-ness was used to test for significance. R for 
regression was significantly different from zero: F(4,737)=9.373, p<0.001. Only one 
of the manipulations contributed significantly to the prediction of common-ness. 
Manipulation of type of behaviour, which was significantly correlated with common­
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ness (R=0.220, p<0.001), explained 5% (4% adjusted) of the variability in common­
ness scores (B=0.735, intercept=2.260, p=0.217, p<0.001).
9,2,1.3 Interactions between the components o f bullying
The statistical tests used thus far have not demonstrated any interactions between 
manipulation conditions. In order to do this a Multivariate Analysis of Variance 
(MANOVA) was undertaken with the social representation of bullying expressed in 
terms of acceptability and common-ness as the dependent variables and the four 
manipulations as the independent variables.
For the social representations factor variables of acceptability and common-ness, there 
was a main effect of the type of behaviour (personal / task) manipulation: F(2, 719) = 
59.796, p<0.001, Wilks’ Lambda = 0.857, and a main effect of the interaction 
between the high / low rank and the high / low authority manipulations: F(2,719) = 
5.617, p = 0.004 Wilks’ Lambda = 0.985. Significant between subjects effects were 
recorded in the manipulation of type of behaviour for both acceptability (F(l,735) = 
116.501, p<0.001) and common-ness (F(l,735) = 55.872, p<0.001), with task 
criticism being both more acceptable (task mean=2.92, sd=1.49, personal mean=2.16, 
sd=1.62;) and common (personal mean=3.30, sd=1.55; task mean=3.98, sd=1.66) than 
personal criticism. There were also significant between subjects effects for the 
interaction between rank and authority for acceptability (F(l,735) = 17.960, p < 0.01: 
high rank /high authority mean=2.43, sd=0.98; high rank / low authority mean=2.13, 
sd=0.99; low rank / high authority mean=2.15, sd=1.04; low rank / low authority 
mean=2.49, sd=1.04).
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The main effect of the manipulation of type of behaviour confirmed the multiple 
regression findings, but the described interaction between rank and authority (figure 
9.2) was unexpected and requires further exploration.
2.6
2.5
2.4
8
^  2.3
manipulationQ.
§
(0 high authority
low authority
low rankhigh rank
manipulation high vs low rank
Figure 9.2: SPSS produced plot showing the effect on acceptability scores of the interaction 
between rank and authority
Interpreting the plot obtained from the SPSS MANOVA (figure 9.2), it would appear 
that criticism is more likely to be considered acceptable if the criticising officer 
(Officer A) is either of high rank and high authority, e.g. is a very experienced 
sergeant, or of low rank and low authority, e.g. is a relatively inexperienced constable. 
Conversely such behaviour is less likely to be considered acceptable if the criticising 
officer is of high rank but low authority, e.g. is a relatively inexperienced sergeant, or 
of low rank but high authority, e.g. is very experienced constable. Thus, matched
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power (high rank plus high authority or low rank plus low authority) is more likely to 
be associated with higher acceptability and mis-matched power (high rank plus low 
authority or low rank plus high authority) with lower acceptability.
9.2.2 Summary of empirical findings relating to the constabulary’s SR of 
bullying
In summary the manipulation process, as measured by the manipulation checks was 
effective. The only significant predictor of acceptability and common-ness was type 
of behaviour: task criticism was seen as both more acceptable and more common than 
personal criticism. Although the findings relating to the remaining components of 
bullying set out in the mapping sentence were not statistically significant the predicted 
order of responses for both acceptability (see table 9.2) and common-ness (see table 
9.6) were in part supported by these data. Attention was drawn by these data to the 
interaction between the two different aspects of power, i.e. rank and authority such 
that matched rank and authority led to greater notions of acceptability.
Possible explanations for these findings together with their implications will be 
discussed in the next chapter, but at this stage the mapping sentence can be revised 
and reffamed (see figure 9.3).
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The likelihood is that the constabulary’s social representations of common-ness of persistent 
A Type
ai task 1  j high 1
Ü2 personal | criticism is X to r  common-ness, and the likelihood that the constabulary’s
J L low J
A Type
{ai task 1 _  ,a2  personal f  cnticism by a
B (Legitimate x Expert) Power
bi high ranking, high authority 
b2 low ranking, low authority 
bs low ranking, high authority 
N  high ranking, low authority
^ officer is ^  ^  acceptability
low
Figure 9.3: Revised Mapping Sentence o f the Constabulary’s Social Representation of Bullying
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9.3 The shared social representations of bullying
The initial mapping sentence (Figure 9.4) is reproduced from chapter six, but with the 
recruitment method excluded on the basis of insufficient numbers in the APS 
category, and the number of departments reduced to three, i.e. uniform, CID and RPU 
for similar reasons.
The likelihood that officer (x) will share the constabulary’s social representations o f acceptability and
E Work-Group 
r \
department 
tenure 
rank 
role 
based
career profile 
based
common-ness where police officer (x) is a member of ^ y having
F Identification 
f ih ig h l
G Salience
, identification with that department, and for whom such identification is o f H 
f2  low J  Lg2 low
H Value match
salience, and who perceives a hi h ig h l
h2  low J match between their own and the organisation’s values.
and who is-<
1 Demographic group 
Sex
Previous occupation 
Education 
- Marital status I will be hightoInw shared representations.
Figure 9.4: Mapping sentence: shared social representations of bullying
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9.3.1 The mapping sentence variables and the implications of preliminary 
analyses
As explained in chapter seven, the questions measuring the social representation of 
bullying and the personal perception of bullying comprised identical items, but were 
marked apart by the instructions: the former being phrased in terms of ‘how you think 
the constabulary would like all officers to respond’ and the latter ‘based on your own 
experience and understanding’. The model was predicated on the assumption that the 
scores would differ because the effect of the social representation of bullying on 
individual perception would be influenced by other factors such as the social 
identification with the shift / team.
Preliminary results reported in chapter eight confirmed that there was a significant 
main effect of question (social representation / personal perception): F(ll,707)=7.372, 
p<0.001, Wilks’ Lambda=0.897, and a significant within-subjects effect for all items 
making up the questions. This was taken as support for the hypothesis that social 
representation does not automatically determine personal perception, and that it is 
influenced by other factors. It was therefore safe to continue with the testing of the 
model.
Those items used in the section of the questionnaire addressing social identity were 
selected to measure the specific components of identification isolated in previous 
research. However, the solution produced by the factor analysis reported in chapter 
eight, indicated that these data were best represented by a slightly different set of 
components, and it is the results from these that were combined to give the overall 
identification score (Composite Identification Scale: CIS) tested in the model. The
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salience of identification refers to the degree of importance to their sense of self that 
respondents placed on their membership of the shift / team.
The ‘value match’ variable refers to the perceived match between the values 
possessed by the respondent’s group and the values considered of importance to the 
police service. The method of calculating this has been described in chapter eight. In 
order to test the assertion that values provide an explanation as to the content of 
identification, and therefore why the match between the group’s measure on the 
qualities required by the organisation is expected to influence the degree to which 
respondents share the constabulary’s social representations of bullying, stepwise 
multiple regression analyses were performed once the data were assessed to ensure 
that they met the assumptions underlying the technique (see 9.2.1.1).
The R for the regression of variables on IDSS (identification with the shift scale), was 
significantly different from zero: F(5, 654)=47.138, p<0.001. Between them the 
qualities of team-work, enthusiasm, helpfulness, a sense of humour and acceptance of 
discipline explained 26% (25% adjusted) of the variance in identification with the 
shift / team scores (see table 9.7).
In line 'with recommendations by Tabachnick & Fidell (2001) the multiple regression 
results table displays the correlations between the variables, the un-standardised 
regression coefficients (B) and the intercept, the standardised regression coefficients 
(P), the semi-partial correlations (sr^) and r ,^ and adjusted r .^
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Table 9.7; Stepwise multiple regression of values variables on IDSS (identification with the shift scale)
i  Variables IDSS Teamwork Enthusiasm Helpfulness Sense of 
humour
Accept
discipline
B unique P srZ
Teamwork 0.463 0.262** 0.32 0.21
Enthusiasm 0.336 0.434 0.109** 0.16 0.02
Helpfiilness 0.354 0.537 0.408 0.109** 0.11 0.01
Sense of 
humour
0.330 0.521 0.317 0.432 0.094** 0.10 0.01
Accept
discipline
0.213 0.452 0.442 0.438 0.427
Intercept =
-0.078**
3.504
-0.10 0.01
Mean 6.30 5.62 5.12 5.68 6.00 5.29 0.26
Std.Dev. 0.96 1.19 1.41 1.01 1.05 1.19 kdj 0.25
**p<0.01 R= 0.51**
Statistically the variance in the remaining three identification factor variables was also 
significantly explained by value variables, but as the percentage of variance explained 
was small (14% for IDMS, 10% of CCARS 4% CCS), with contributions fi*om 
individual values as low as 1% these results are not presented.
The dependent variable in the mapping sentence is the distance score, i.e. the degree 
of difference in scores between the respondent’s and the constabulary’s social 
representation of bullying. This was calculated by summing the differences between 
the identical items measuring the social representation (question 24 items a-g) and 
personal perceptions (question 25 items a-g) of bullying and squaring to eliminate 
minus values: ((q25a -  q24a) + (q25b -q24b)... (q25g -  q24g)) x ((q25a -  q24a) + 
(q25b -q24b)... (q25g -  q24g)). Outliers were removed and the variable transformed 
to normalise distribution (mean=3.95, sd=3.976).
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9.3.2 Universality in understanding of the constabulary’s SR of bullying
Before measuring the effect of group and identification on the likelihood of shared 
social representations of bullying, it was important to confirm that the constabulary’s 
social representation of bullying was universally understood if  not shared. This was 
checked by analysing these data for differences between group and identification 
variables and the social representations of bullying.
Two variables, i.e. rank (F(4,731)=3.859, p=0.004), and role (F(2,719)=4.951, 
p=0.007) were found to have significant effects on the acceptability factor, but not on 
the common-ness factor, of the constabulary’s social representation of bullying. Post 
hoc tests with Bonferroni adjustment located significant differences between the rank 
of probationer (mean =2.09, sd=1.49) and sergeant (mean=2.12, sd=1.49) (p=0.014) 
and probationer and chief inspector or above (mean=1.75, sd=1.26) (p=0.026). There 
was also a significant difference between the supervisory (mean=1.98, sd=1.36) and 
operational roles (mean=2.41, sd=1.54) (p=0.006). It might have been anticipated that 
probationers, who by definition are still undergoing the socialisation process, would 
not be fully aware of the social representations of bullying held by the constabulary. 
The difference in the understanding of the social representations of bullying between 
supervisors and operational officers might also reflect salience at different levels of 
the police organisation and differential familiarity with anti-bullying policies.
As explained in Chapter Four, this thesis is concerned with the product of social 
representations not with its process. It could be argued that as rank and role are 
contributing to the social representation of bullying they represent part of the process.
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The view is taken that the distance scores obtained using the rank and role variables 
could add to the understanding of bullying in the policing context. These were 
therefore retained as facets in the mapping sentence, with the caveat that they are 
implicated in the process.
9.3.3 Differences in distance scores of shared social representations
A series of univariate analysis of variance (ANOVA) was run with the distance score 
recording the difference between the social representation and personal perception of 
bullying as the dependent variable and the demographic / career details, identification 
and value match as the independent variables. Significant effects were recorded for 
rank (F(4,658)=2.918, p=0.021), department (F(2,640)=6.687, p=0.001), high / low 
value match (F(l,588)=3.836, p=0.051), and high / low identification with the shift 
(F(l,641)=7.202,p=0.007).
Post hoc test with Bonferroni adjustment showed a significant difference in the mean 
distance scores between the ranks of constable (mean=4.23, sd=4.22) and sergeant 
(mean=2.82, sd=2.91) (p=0.008), and between the departments of uniform 
(mean=4.27, sd=4.22) and CID (mean=2.69, sd=2.59) (p=0.001). Tables of mean 
distance scores for respondents with high / low identification scores and high / low 
value match were prepared according to rank (see table 9.8) and department (see table 
9.8).
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Table 9.8: Mean distance scores by rank for respondents with high / low identification score and high
/ low value match scores
Rank High Identifiers Low identifiers High Value Match Low Value Match
N Mean (sd) N Mean (sd) N Mean (sd) N Mean (sd)
Probationer 46 3.60 (3.58) 20 4.16(4.87) 40 3.76 (3.62) 24 3.74 (4.65)
Constable 237 3.82 (3.73) 260 4.56 (4.55) 247 3.89 (3.99) 218 4.61 (4.41)
Sergeant 56 2.24 (2.33) 51 3.36 (3.29) 56 2.60 (2.88) 49 2.89 (2.94)
Inspector 10 4.33 (4.30) 18 4.28 (3.04) 10 2.56 (2.46) 15 5.13(3.81)
Ch. Insp.< 10 2.60 (2.22) 11 5.64 (4.67) 1
_____
4.00 (5.33) 13 3.85 (3.53)
Score range 0-19, A lower score indicated by shading = greater sharing of constabulary’s SR of 
bullying
It had been expected that respondents identifying more strongly with the organisation 
would also be more likely to concur with the representations of bullying held by the 
constabulary. This was not the case with the rank of inspector, although the difference 
in mean distance scores for high and low identifiers in this rank was negligible, and 
may thus be discounted. Again there are very small differences in distance scores 
between respondents with high and low value match in the two ranks that challenge 
the expected trend.
There were no significant interactions between rank and either high / low value match 
(F(4,589)=0.642, p=0.632), or high / low identification (F(2.589)=0.449, p=0.773) 
and the SR / personal distance scores.
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Table 9.9: Mean distance scores by department for respondents with high / low identification score
and high / low value match scores
Department High Identifiers Low Identifiers High Value Match Low Value Match
N Mean (sd) N Mean (sd) N Mean (sd) N Mean (sd)
Uniform 258 3.89 (3.78) 240 4.67 (4.62) 245 3.97 (4.05) 212 4.63 (4.46)
R.P.U. 14 2.43 (2.56) 28 4.75(4.15) 17 3.06 (3.63) 20 4.35 (4.08)
C.LD. 52 2.33(2.05) 51 3.06(3.02) ! 52 2.50(2.35) 44 2.89(2.85)
Score range 0-19. A lower score indicated by shading = greater sharing of constabulary’s SR of 
bullying
As illustrated in table 9.9 the mean distance scores measuring the difference between 
the respondents’ and the constabulary’s social representations of bullying was 
consistently higher for those with low identification scores (figure 9.5) and those with 
a low value match (figure 9.6). The greatest difference between high and low 
identifier scores was recorded by officers in the road patrol unit, but interpretation of 
these findings must be tempered by the small number of participants in this group 
(N=57).
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Figure 9.5: Difference between high & low identifiers on department members’ distance scores. Lower 
score = higher level of shared social representations.
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Figure 9.6: Difference between respondents with high and low value match on department members’ 
distance scores. Lower score = higher level of shared social representations
There were no significant interactions between the department and either high / low 
value match (F(2,578)=0.085, p=0.919), or high / low identification (F(2.578)=0.431, 
p=0.650) and the SR / personal distance scores. There was however a significant 
difference in the scores of high and low identifiers within the uniform department 
(High mean=3.89, sd=3.78; Low mean=4.67, sd=4.62) F(l,496)=4.308, p-0.038. 
Despite having a larger difference in means (High mean=2.43, sd=2.56; Low 
mean=4.75, sd=4.15) the lower number of participants in the road patrol unit (N=57) 
meant that the difference was statistically insignificant (F(l,40)=3.65, p=0.063).
It has been demonstrated that department, degree of identification and perceived value 
match produced a significant difference between the scores measuring the distance
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between the constabulary social representation of bullying and that of the respondent, 
i.e. on shared social representations. These data have also shown that, although there 
was no interaction between either value match or level of identification and 
department, there was a significant difference in the distance scores of high / low 
identifiers within the uniform department. The mapping sentence could, therefore, be 
revised and reduced to:
The likelihood that officer (x) will share the constabulary’s social representations of acceptability and
E Department
common-ness where police officer (x) is a member of J uniform I department, having
L es cid J
F Position in Organisation H Value match
{fi high L identification with that department, and who perceives a 4 ^^ §h L matchlow J L h2 low J
match between their own and the organisation’s values, will be ^ ^ shared
low
representations.
Figure 9.7: Revised mapping sentence: shared social representations o f bullying
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9.3.4 Effects of manipulations on shared representations
These results reflect the sharing of social representations on the complete dataset, but 
they do not check whether this was constant across each manipulation. In order to 
examine this aspect of the data, attention now turned to any interaction between the 
distance score and the manipulations. There was no significant effect of questionnaire 
types on the distance scores (F(15,649)=0.886, p=0.580) nor any interaction between 
the manipulations. However, the manipulation of type of behaviour did produce a 
significant effect on the distance scores (F(l,649)=4.683, p=0.031) with the means for 
the personal condition (N=332, mean=3.61, sd=3.93) being significantly lower than 
for that in the task condition (N=333, mean=4.28, sd=4.00). There were no significant 
effects produced by the remaining manipulations, i.e. context, rank and authority.
This finding suggests that in the personal criticism condition there is greater 
interpretational congruence, whereas in the instance of task-based criticism there is 
wider scope for divergence from the constabulary’s social representation.
Having demonstrated an effect of type of behaviour on the distance score, the effects 
of department, degree of identification and perception of shared values, already tested 
in the global analyses, were checked within this specific manipulation. First the file 
was split according to the personal and task conditions, and then relationships were 
looked at separately. Table 9.10 shows the mean scores by personal or task condition 
for respondents according to their high / low identifier scores, high / low value match 
scores and their department.
245
Chapter Nine
Table 9.10: Mean distance scores for high / low identifiers and high / low value match by department
Identifiers Value Match Departments
Condition High i Low j High 1 Low ; Uniform j C.LD. j R.F.U.
N Mea ! N Mea \ N Mea 1 N Mea ! N Mea 1 N Mea i N Mea
(sdl ! (sdl ! (sdl! (sdl ! (sdl ! M ; (sd)
Personal ! 174 3.13 ! 158 4.14 i 168 3.36 ! 143 3.97 i 243 3.87 ! 53 2.51 ! 22 3.95
j (3.38 j (4A2i (3.7C I (4.32^ (4.21)1 (2.51 ; (4.04)
Task ! 162 3.9C ! 171 4.64 ! 154 3.94 ! 145 4.56 i 255 4.64 ! 50 2.83 ! 20 4.00
I (3.64 ! (4.28)1 (3.85 j (4.08^ (4.21)1 (2.63 ; (3.68)
bullying
In the personal condition there was a significant effect of identification 
(F(l,330)=5.498, p=0.020) (high identifier mean = 3.13, sd=3.38; low identifier mean 
=4.14, sd=4.42) but no such effect in the task condition. The value match variable 
produced no significant effect in either the personal or task conditions. The task 
condition alone produced significant findings with regard to the respondent’s 
department (F(2,322)=4.467,p=0.012) with post hoc tests using Bonferroni adjustment 
isolating a significant difference (p=0.010) between uniform (mean = 4.64; sd = 4.21) 
and cid officers (mean = 2.82, standard error = 2.62). Put succinctly this suggests that 
in the instance of persistent personal criticism high identifiers will be more likely to 
share the SRs of the constabulary, but in the case of persistent task criticism 
departmental membership, specifically being a member of CID, will increase the 
likelihood of shared constabulary SRs.
9.4 Summary of empirical findings
The data have demonstrated the effects of the main components of bullying on the 
constabulary’s social representations in terms of acceptability and common-ness, at 
the same time drawing attention to the interaction occurring between the two types of
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power (rank and authority). There were significant effects of department, 
identification and shared values on the degree of shared social representations of 
bullying with the constabulary, and further significant differences between high and 
low identifiers within the uniformed department. The manipulation of type of 
behaviour produced significant differences between high and low identifiers in the 
personal condition and between departments in the task condition. The implications 
for these findings generally and vrith regard to the mapping sentences in particular 
will be discussed in the final chapter.
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Chapter Ten
Discussion
10.1 Introduction
The current research addressed factors and processes that account for the perception 
of behaviour as bullying in the v^orkplace within the specific environment of the 
police service. It was argued that there are problems with the definition of bullying, 
and that previous attempts to explain bullying behaviour failed to examine complex 
interactions between identification with the organisation and the social representations 
of bullying held within the organisation. The present thesis redresses these omissions 
and proposes that identification and social representations are fundamental to our 
understanding of the concept of bullying.
Reference was made to past organisational studies (e.g. Deal & Kennedy, 1982; 
Schein, 1985) stressing the importance of occupational culture as an influence on 
members’ belief systems. Veiy little research has drawn links between an 
occupational culture and the prevalence, justification and explanation of bullying in 
the workplace. This study identified links between bullying and some of the core 
components of police culture identified by Fielding (1988), Reiner (1985, 2000) and 
Waddington (1999). It was argued that these might help to explain why bullying 
might be a particular problem for the police service. For instance, in the police service 
the occupational cultural emphasis on masculine traits such as aggression ^ d  risk- 
taking have been linked to bullying (e.g. Batsche & Knoff, 1994; Einarsen & ^aknes.
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1997; Zapf & Leymann, 1996), attitudes reflecting lack of feeling (Ainsworth, 1995), 
and contempt with the caring aspects of police work (Stanley, 2002). The ‘us/them’ 
division of the social world of the police and the emphasis on solidarity and isolation 
(Waddington, 1999a) have also been argued to contribute to a tolerance of bullying 
behaviours within the working environment.
The research questions addressed by this thesis were:
i) What are the behavioural constructs used by police officers and employees to 
evaluate bullying?
ii) Which of these constructs of bullying contribute to the interpretation of 
behaviour as bullying in the police service?
iii) What social psychological processes influence whether an individual officer 
will share the social representations of bullying with the police service?
The foci of previous studies in the research literature included the victim (e.g. 
Groeblinghoff & Becker, 1996; Zapf, Knorz & Kulla, 1996), the bully (e.g. Coyne, 
Smith-Lee Chong, Randall & Seigne, 2002) and the observer (Liefooghe & Olafsson, 
1999). Ethical and pragmatic reasons were presented for discounting the roles of bully 
and victim, but it was also argued that a general understanding of bullying in the 
context of the police service would be more forthcoming from the point of view of the 
observer, emphasising the social construction of the phenomenon.
Liefooghe & Olafsson (1999) have looked at differences between expert and lay 
people’s social representations of bullying, but it would seem that there has been little 
attention paid to the exposition of the social representations of bullying within
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specific occupations. Explanation of the psychological processes underlying 
organisational influences on personal perceptions is only possible within a relational 
theoretical framework. This thesis presented a Social Representations Theory / Social 
Identity Theory combined paradigm as an appropriate and effective theoretical 
structure vrithin which to start building a model to map both the components of 
bullying within the police service (social representations) and the contributory factors 
(identification) influencing the impact of such social representations on personal 
perceptions. Such an approach would appear to be new to the study of bullying in the 
workplace.
The introduction of videotape footage as the stimulus for a multiple sort procedure is 
novel, and was developed by the researcher specifically for this thesis. As such it 
makes a unique contribution to research in the field. Bullying within the police service 
is a sensitive issue being aligned with notions of diversity and equality of treatment 
for all officers. The challenge for the present research was to find a context rich 
qualitative technique that would allow participants to express the constructs they use 
to interpret behaviour without reverting to socially desirable responses.
The research questions, the ways in which they were addressed and the degree to 
which they were successfiilly answered form the framework of this discussion 
chapter. In the process, the main points emerging from the studies, both theoretical 
and methodological, will be discussed together with the benefits to research. The 
implications of the research will be presented, reflections made on methodological 
issues, and the chapter will conclude with recommendations for future research.
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10.2 The constructs of bullying within the police service
Much of the past research into bullying would seem to presume that the respondents 
share the understanding of bullying with the researcher. However contrariety in the 
definitions of bullying (e.g. Adams, 1992a; Bjorkqvist, Osterman & Hjelt-Back, 1994; 
Hoel & Cooper, 2000b), and lists of bullying behaviours (e.g. Bjorkqvist & Osterman, 
1998; Keashly et al, 1994; Leymann, 1989) presented in chapter two, support the 
underlying premise of this thesis is that there is no universally held construction of 
bullying. Therefore, in looking at bullying within the police service it was appropriate 
that the first two inter-related research questions concerned the constructs of bullying 
in that context, these were:
i) What are the behavioural constructs used by police officers and employees to 
evaluate bullying?
ii) Which of these constructs of bullying contribute to the interpretation of 
behaviour as bullying in the police service?
Study one used the innovative video-clip version of the multiple sort procedure in 
order to identify the behavioural constructs used by police officers and employees to 
evaluate bullying. Choice of video-clips was informed by past research into bullying 
as supplemented by information obtained from a countrywide survey of 
constabularies’ official Anti-Bullying policies, and care was take to include a wide 
range of actors (e.g. age, sex), behaviours associated with bullying (e.g. threats, 
humiliation, intimidation), intentions (reprimand, antagonism), affective responses 
(e.g. distress, anger), and contexts (e.g. military, work situations, private).
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There is evidence from study one participants’ transcripts that each of these 
components of bullying was noted or noticed, although there were differences in the 
interpretational strategies employed. A number of researchers (e.g. Brodsky, 1976; 
Coyne, Signe & Randall, 2000) assert that the affect of the victim is central to a 
classification of behaviour as bullying. In study one, references to the emotional 
responses of victims mainly emanated from civilian support staff and not police 
officers. This might reflect police training of a necessarily detached approach to 
incident analysis, but this apparent reduced sensitivity might also be a manifestation 
of the lack of feeling associated with the core components of police culture (see 
chapter three). In either event it lends support to the argument that bullying is not an 
inherent characteristic of the behaviour, as such it demonstrates the importance of the 
social context of the observer. Of equal importance is the finding regarding the 
consensus across all participants that different standards of acceptable behaviour 
should be applied in the military situation. This implies that the social context within 
which the behaviour occurs is also pertinent. These findings support the argument 
made in this thesis that perception of bullying results from an interaction between 
behaviour and social context.
The main aspects of behaviour that featured in participants’ themes focused on issues 
of power, context and type of behaviour. Consequently the discussion on the 
behavioural constructs of bullying will be restricted to these findings. As the topic of 
bullying is a sensitive one likely to prompt socially desirable responses in a politically 
correct organisation, a manipulation embedded within a questionnaire was considered 
the most appropriate technique with which to elicit the true representations of bullying
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held by the constabulary, and thereby to answer the second research question (which 
of these constructs of bullying contribute to the interpretation of behaviour as bullying 
in the police service?). Using such a method it was expected that the relative strength 
of each construct could be measured, providing valuable empirical guidance for future 
research into bullying in the workplace.
10.2.1 Power
It might be argued that an imbalance of power is implicit in any incident of bullying, 
which necessarily infers that one party gains advantage over another. Although not 
all researchers make explicit mention of it in their definitions of bullying, those that 
do (e.g. Bjorkqvist, Osterman & Hjelt-Back, 1994; Einarsen, 2002; Vartia, 1996), 
give no indication as to the type(s) of power to which they refer.
The Concise English Dictionary definition of bullying is “to hurt, intimidate or 
persecute (a weaker or smaller person) especially to make him [sic] do something”. 
Thus in lexical terms bullying suggests a coercive power used to compel an individual 
to do something that might be against their wishes or desires. Such power might be 
applied passively, for instance by isolating a victim (e.g. Leymann, 1996), or actively 
as in verbal abuse (e.g. Einarsen et al, 1994). However, it has been argued in this 
thesis that coercion is not the only form of power that might be implicated in bullying.
Collins & Raven (1969) identified five other types of power (reward, referent, expert, 
legitimate, informational), and yet there has been little research investigating the 
relative effects of these different types of power on perceptions of bullying, and even
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less looking at any interactions between them. This thesis has addressed this omission 
through the inclusion in study one of video-clips featuring different types of power.
As discussed in chapter five, most participants in study one demonstrated an 
awareness of the importance of power in the evaluation of an action as bullying. It 
was also noted that a number of them distinguishing between the forms of power seen 
in the video-clips, both in terms of their origin and in the ways such power was used. 
This could not have been anticipated solely with reference to the bullying literature, 
which makes no such distinctions.
The participants’ sub-classification of different types of power reflected those 
identified by Collins & Raven (1969), but it is acknowledged that such a level of 
sophistication in the interpretation of power might be a reflection of heightened 
awareness of nuances induced by cultural familiarity within the policing context. The 
main study allowed further investigation of the issue of power as manifested in the 
social representations of bullying within the police service.
The detailed rationale behind the specific types of power chosen for inclusion in the 
second study was presented in chapter six, but briefly power based on legitimacy 
(rank) and expertise (authority or experience), were selected on the grounds of 
relevance. The police service has an hierarchy based on rank, but there are occasions 
when a lower-ranking officer might possess a greater amount of expertise than a 
superior officer.
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No guidance was forthcoming from the research, but given the importance to the 
police service of the cultural forms of uniform and rank it was expected that 
legitimate power (rank) would have more of an effect than expert power (authority / 
experience) on the social representations of bullying in terms of the acceptability and 
common-ness of the behaviour. This was not supported by study two data: neither the 
rank, nor the authority of the criticising officer produced a significant main effect on 
the constabulary’s social representations of bullying. There was, however, a main 
effect of the interaction between rank and authority on both the SR derived variables 
of acceptability and common-ness, and a between-subjects effect on acceptability.
In the current study the finding that the match or mismatch of the power components 
of rank and authority affected the degree of behavioural acceptability requires some 
explanation. Persistent criticism from an officer with matched power, i.e. high rank 
and high authority or low rank and low authority was seen as more acceptable than the 
same criticism from an officer with mismatched power, i.e. high rank and low 
authority or low rank and high authority.
On the face of it these findings seem counter-intuitive, it seems difficult to rationalise 
why criticism from a low-ranking inexperienced officer should be considered more 
acceptable than is criticism from a high-ranking inexperienced officer. One possible 
explanation resides in the likely impact of the criticism: criticism from an 
inexperienced ‘rookie’ may be treated with disdain, and dismissed as unimportant. It 
may thus be less likely to cause offence and is therefore acceptable. On the other 
hand, criticism from a high-ranking officer may have personal and organisational 
consequences. The inclusion in the manipulation scenario of wording suggesting that
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the high-ranking officer is relatively inexperienced might have called into question the 
quality of such an officer’s judgement. It is unclear whether these findings relating to 
the interaction between the different types of power are occupation specific, i.e. they 
are an illusion of the dataset, which would not be manifest in other populations. This 
could only be qualified by further research.
10.2.2 Context
In chapter three the argument was made that there might be problems in extrapolating 
findings obtained from bullying research within particular population such as health 
professionals (e.g. Hockley, 1999a; Quine, 2001), students (e.g. Ashforth, 1997; 
Hepburn, 1997), industrial workers (e.g. Aquino & Bommer, 2003; Einarsen & 
Raknes, 1997) and prisoners (e.g. Ireland, 1999) to either another specific group or to 
the general population. The argument presented in this thesis is that the content of 
bullying behaviours is context specific, and that the working environment might 
define different limits of bullying tolerance. Participants in study one certainly 
registered their understanding that the acceptability of behaviour is culturally 
dependent. This was particularly apparent with respect to video-clips featuring 
military personnel, but participants also recognised that hostility and profanity from 
chef to staff was to be expected within kitchen culture.
As was clearly illustrated in quotes taken from their transcripts, participants 
referenced the context or situation within which an event occurred, as a guide to the 
appropriateness of behaviour. Thus it would seem that contextual and situational cues 
mitigate seemingly negative events through the perception that they form part of 
‘normal’ behaviour. In the military setting this was particularly true in training where
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participants argued that aggression, humiliation and profane language served to 
prepare recruits for adverse conditions in the future.
Participants in this study used a different standard when considering army activity, with 
the level of acceptable behaviour falling some way short of that of the rest of society. 
The British Army is a volunteer force and it is therefore supposed that recruits accede to 
the military method of training and discipline and even collude in its continuation by not 
challenging breaches of behaviour.
The issue raised by the interpretation of the military clips is a very important one. Just 
as Biemat & Manis (1994) highlighted the use of sliding scales of judgment applied to 
the abilities of men and women, so it would appear that behavioural judgments are 
biased by the expectation of behavioural standards within a given organization.
The historical links between the military and the police service were drawn in chapter 
two. Both rely on discipline and obedience and both are represented as jobs with an 
inherent risk potential. The findings relating to the acceptability in military training of 
behaviour that would be unacceptable in other environments is therefore of potential 
interest to researchers looking at bullying within the police context. The 
incorporation of a contextual component (training / operations) in the manipulation 
scenario used in study two provided a means to test whether negative behaviour in 
police training would be similarly discounted.
The findings from study one in which respondents attached so much importance to the 
different contexts of training and operations within the military setting failed to
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translate to the police setting used in study two. It might be that the roles of training 
were seen as different. The military clips used in study one, featured recruits engaged 
in initial training, whereas police public order training is not restricted to new recruits. 
It is also possible that the findings reflect a mismatch between the perceptions of risk 
between soldiering and public order situations. The outcome might have been 
different if  the perceived notion of risk was higher in the field for which the training 
was being given. For instance greater pressure and harsher treatment in training might 
have been seen as necessary had the police officers been training for firearms duties.
10.2.3 Type of behaviour
The third and final component of bullying most clearly identified in the themes 
emerging from study one, was that of type and direction of behaviour. The bullying 
literature provided some indications as to behaviours classifiable as bullying (e.g. 
Leymann’s Inventory of Psychological Terror (LIFT), Leymann, 1989; Negative Acts 
Questionnaire (NAQ), Einarsen & Raknes, 1997), but this approach suggests that 
perceptions of bullying are inextricably correlated with behaviour. Adams (1992a) 
makes specific mention of persistent criticism in her definition of bullying, 
“Persistent criticism and personal abuse in public or private which humiliates and 
demeans a person” (Adams, 1992a: 50). However, participants clearly drew 
distinctions between persistent criticism seen as job-related and persistent criticism of 
a personal nature directed at the individual.
Some researchers (e.g. Brodsky, 1976; Einarsen, & Skogstad, 1996; Leymann, 1996; 
Hoel & Cooper, 2000) argue that the impact of negative behaviour on the victim is
258
Chapter Ten
central to a bullying definition. However, despite being presented with clips showing 
a range of affective responses of victims, this component of bullying did not emerge 
as a theme for the construction of bullying for participants in study one. A number of 
participants did acknowledge that recipients might feel distressed, but it was the type 
of behaviour and how it aligned with the behavioural expectation of the organisation 
and the situation that often played a pivotal role in determining whether they thought 
an event should or should not be classified as bullying.
In study two, the importance of the type or direction of behaviour as a construct of 
bullying vHthin the police service was confirmed. Its manipulation was significantly 
correlated with the social representation factor of acceptability, with personal 
criticism significantly less acceptable than task criticism. Similarly, the manipulation 
of type of behaviour was significantly correlated with the social representations factor 
of common-ness, with personal criticism being seen as significantly less common than 
task criticism.
10.2.4 Summary
A new methodology was developed in order to respond to the first research question, 
‘what are the behavioural constructs used by police officers and employees to 
evaluate bullying?’. Participants, comprising civilian support staff, cid and uniformed 
officers, were presented with video-clips showing a range of behaviours, featuring 
men and women, both young and old reacting in different ways in a variety of 
settings. Such a technique provided the participants with context-rich stimuli, 
contrasting favourably with traditional multiple sort stimulus. This research is novel
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in that there has been very little research looking at the ways in which observers from 
particular occupations interpret scenes of bullying. There were marked differences 
along departmental lines in the interpretational strategies used by participants but 
three common themes emerged in the evaluation of behaviour. These were based on 
power, context and type of behaviour.
Study two advanced the research by addressing the second research question, ‘which 
of these constructs of bullying contribute to the interpretation of behaviour as bullying 
in the police service?’.
This thesis has produced empirical support for the hypothesis that type of criticism is 
a component of the construct of bullying within the police service, and that personal 
criticism is significantly more likely to be deemed uncommon and unacceptable than 
is task criticism. There was no straightforward support for the roles of context or 
power, as operationalised in this study, as components of bullying, but there was a 
significant effect of the interaction between the two forms of power (rank and 
authority). Persistent criticism from an officer with matched power in the form of high 
rank and high authority, or low rank and low authority was seen as more acceptable 
than was the same behaviour from an officer with mismatched power (high rank and 
low authority or low rank and high authority).
In the course of the thesis it emerged that the construct of power, which is commonly 
used in the definition of bullying, was treated as complex. This is a new finding with 
implications for the study of bullying. Participants did not treat the forms of power 
used in this thesis as equal and additive, nor as equal and multiplicative, but at least in
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part as compensatory. In this way mismatched levels on two different forms of power 
led to higher perceptions of bullying.
10.3 The social psychological processes influencing shared social representations 
of bullying with the police service.
Locating the social psychological processes that might be expected to influence an 
officer to share the social representations of bullying with the constabulary required 
not only a theoretical exposition of Social Identity Theory and Social Representations 
Theory, but also an understanding of the culture of the police service. In turn this 
informed the creation of a bespoke questionnaire that would measure the effects of 
demographic and social identity variables on shared social representations.
Chapter four explained how social representations theoiy (Moscovici, 1961, 1984) 
was seen to describe the ways in which the meaning, or ‘social knowledge’ of 
phenomena such as bullying are produced and transmitted within the group / 
organisation. This led to the expectation that there would be a general awareness 
amongst officers of the specific components of bullying as they applied to the 
constabulary. It was not expected, however, that all officers would subscribe totally to 
the constabulary’s representations of bullying. The basis of this expectation was 
located in the Social Identity Theory (Tajfel & Turner, 1986) and affiliated theories 
that suggest that the degree to which any individual would share the representations 
of the group would depend on their degree of identification with the group.
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In line with expectations study two demonstrated that most of the possible sub­
cultural social identities, such as role (e.g. Manning, 1993) and departmental 
membership (e.g. Skolnick & Fyfe, 1993), associated with the police service had no 
effect on the participants’ understanding of the constabulary’s social representations 
of bullying. Departmental membership did, however have a significant main effect on 
the sharing of these social representations as did high / low value match, and high / 
low identification with the group. Across all departments the mean distance scores 
measuring the difference between individual perceptions and the constabulary’s social 
representation of bullying were consistently higher for low ‘identifiers’ and those with 
a low value match, i.e. ‘the disaffected’.
This thesis has contributed to the research by illustrating that identification with the 
organisation, perception of shared values with the organisation, and departmental 
membership all have an effect on the likelihood of shared social representations of 
bullying with the constabulary, thereby addressing the third research question, ‘what 
social psychological processes influence whether an individual officer will share the 
social representations of bullying with the police service?’.
The study has produced support for the supposition that there is no universal 
construction of bullying in the workplace, and that cultural differences in 
organisational constructs of bullying, are accessible to non-members. Empirical 
support has also in part supported the hypothesis that, in line with expectations raised 
by social identity theory, social identification within the organisation will impact on 
the degree to which individuals share the social representations of bullying held by the 
constabulary.
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Whether these findings would generalise to the sharing of all social representations or 
whether they are specific to the social representation of bullying is unclear.
10.4 Towards the development of a social psychological model explaining the 
perception of bullying in the police service.
In order to specify the questions relating to the constructs of bullying and the social 
psychological processes expected to influence the likelihood that individual officers 
would share the representations of bullying with the constabulary, two mapping 
sentences were constructed. In essence these formed the basis of a social 
psychological model explaining the perception of bullying in the police service.
At its simplest it was expected that the model would describe which constructs of 
bullying feature in the constabulary’s social representations of bullying, and would 
then explain differences in shared social representations in terms of social identities 
and degree of social identification with the organisation.
It would have been possible to develop the model step-by-step through a suite of 
research studies, but the problem of limited accessibility to participants meant that 
such phasing might compromise the whole if  insufficient numbers were available at 
any of the stages. G-Power analysis of the requirements of the manipulation stage 
addressing the constructs of bullying also dictated a minimum number of 29 
participants per cell, i.e. 464 participants overall. This led to the decision to devise a 
single study incorporating all the elements expected to contribute to the model.
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Meticulous planning was required to construct a questionnaire that would satisfy the 
data demands as parsimoniously as possible in order to keep the time taken to fill it in 
within the bounds of participant acceptability and therefore to retain their co­
operation.
The modelling task was therefore changed fi-om one of model building based on 
iterations of theoretical expectations, past research and empirical findings emanating 
fi-om the current studies, to one of model testing, driven by theoretical expectations 
and past research alone. The theoretical model addressing the sharing of social 
representations was, therefore, necessarily complex as it embraced all the variables 
operationalised in the study. For manageability this was presented as two separate but 
interconnected mapping sentences the development and descriptions of which 
appeared in chapter six.
The findings fi*om study one informed the mapping sentences by the locating the 
constructs of bullying relevant to the police service and pointing to departmental 
differences in interpretational strategies.
The empirical findings relating to the constructs of bullying and the constabulary’s 
social representation of bullying have already been presented (see section 10.2). The 
primary position in the mapping sentence of the construct of type of behaviour 
(personal / task) served as an indication that it was expected to feature prominently in 
the constabulary’s social representation of bullying. This was confirmed by these data, 
which also drew attention to the interaction between legitimate and expert power. The
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hypothesis that context would likewise form part of the construct of the social 
representation of bullying held by the constabulary was not supported by these data.
Based on past research there were many demographic and career social identities that 
might reasonably have been expected to influence the degree of shared 
representations. In the event only departmental membership had a significant effect on 
the distance score with post hoc tests highlighting a significant difference in the 
means between uniform and CID officers.
Given Trice & Beyer’s (1993) suggestion that subcultures are more likely to be 
realised under conditions of collective socialisation, high task interdependencies and 
physical proximity, departmental membership was always considered the most likely 
variable to differentiate between respondents, hence its position at the beginning of 
the mapping sentence.
The role of the respondent’s degree of social identification, and shared values which 
had been expected to affect the likelihood of shared representations, were confirmed 
by these data. However, the expected importance of salience of identification did not 
prove significant. The two mapping sentences can now be reduced and combined to 
describe the Model of the Perception of Bullying in the Police Service as far as it has 
been empirically tested (see figure 10.1).
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The likelihood is that the constabulary’s social representations of common-ness of persistent 
A Type
ai task 1 I high I
d2 personal | criticism is ^  to f  common-ness, and the likelihood that the constabulary s
J L low J
A Type
I ai task 1 _  .
social representations of acceptability of persistent ■< personal | criticism by a
B (Legitimate x Expert) Power
bi high ranking, high authority 
b2 low ranking, low authority 
bs low ranking, high authority 
b4  high ranking, low authority
y  officer is ^  y  acceptability, and the likelihood
low
that officer (x) will share the constabulary’s social representations of acceptability and common-ness
C Department D Position in Organisation
where police officer (x) is a member of f  ^ 2  rpu L department, having f  di high~l
^  C3 uniform J L (I2  low J
E Value match
identification with that department, and who perceives a 1  r  match between their own
high
and the organisation’s values, will be -j to }»- shared representations.
low
Figure 10.1: Revised Mapping Sentence describing the Model of the Perception of Bullying in the 
Police Service
Summary
A social psychological model explaining the personal perception of bullying in the 
workplace was devised in line vrith expectations raised by theoretical considerations 
and past research. Initially the model was complex reflecting practical considerations 
that precluded a stage-by-stage approach to model development.
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It had been expected that most officers would be aware of the constabulary’s social 
representations of bullying even if they did not fully subscribe to them. These data 
supported this supposition. The finding that there were significant differences between 
the social representations and personal perceptions also bore out the expectation that 
the constabulary’s social representations would not be deterministic.
Social psychological identities attached to departmental membership were found to 
have a significant effect on distance scores, as was the degree of identification and 
perceived shared values, both of which are indicative of social positioning. In this way 
social identity theory made a valid contribution to the model.
The empirical findings would seem to ratify the choice of theoretical framework, 
whilst at the same time enabling the developing model to be refined and indicating 
directions for friture research. The model remains incomplete as further constructs of 
bullying need to be identified and tested.
10.5 The implications of the findings
This study has contributed both to the research and applied bullying field. The 
emphasis of the police service’s occupational culture on authoritarianism and 
conservatism, would suggest a level of intolerance towards anyone deviating from the 
occupational norm coupled with a reluctance to embrace change. Illustrations of such 
attitudes have been forthcoming from evidence presented by legal inquiries
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addressing issues of racism and homophobia within the service (e.g. Stephen 
Lawrence Inquiry — MacPherson, 1999).
Participants in study one used their knowledge of other occupational cultures and 
behavioural expectations to help them determine whether or not behaviour should be 
categorised as bullying. Thus the behaviour was mitigated by the perceived social 
norms of the workplace setting. This simple but important finding has implications for 
research into bullying as it contributes to an explanation as to why a single definition 
has proved so elusive. It also calls into question whether the constructs of bullymg 
should be qualified by some reference to organisational and/or occupational
expectations.
Research suggests that the power of social representations lies in their pervasiveness 
(e.g. Markova, 1996) and the fact that group members may be unaware of alternatives 
(e.g. Moscovici’s, 1984). Participants in study one showed an awareness of 
occupational differences in accepted and acceptable behaviour. The fact that 
participants had an objective view of other organisational norms does not mean that 
they are capable of detachment and analysis of their own organisation’s viewpoint. In 
order to see whether respondents would be aware of the constabulary s 
representations of bullying their shared knowledge was measured. This demonstrated 
that demographic and career variables made little difference to the widespread 
understanding of the eonstabulaiy’s social representations of bullymg, but of equal 
importance was their ability to register differences in the degree to which they 
adhered to the constabulary’s viewpoint. Such differences reflected the level of 
identification, perception of shared values and departmental membership. These
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findings support the choice of theoretical framework with a combined social 
representations and social identity paradigm explaining bullying as a social 
construction with its meamng linked to orgamsational expectations.
The further contribution to research into bullying relates to the findings regarding the 
construct of power. Past research has emphasised the role of power in the bullying 
dynamic, but very little attention has been paid to the different types of power and to 
any interactions between these. Study two demonstrated that such interactions could 
alter the overall effect of the power variables. It is accepted that the specific 
interaction between rank and authority might not generalise to other populations, but 
the underlying principle requires further investigation.
Despite the awareness of the effect on the recipient of negative behaviour, this 
component of bullying did not emerge as a theme for the construction of bullying. It 
was the type of behaviour and how that aligned with the behavioural expectation of 
the organisation and the situation that often played a pivotal role in determining 
whether they thought an event should be classified as bullying. The bullying 
literature is divided on whether a definition of bullying should be determined by the 
feelings of the recipient, but there might be guidance for a definition in the police 
context forthcoming in the form of recommendations about racism issued by Sir 
William MacPherson (1999) in his report on the outcome of the Stephen Lawrence 
Inquiry.
Sir William points to the presence of unvritting racism in the police arising from the 
uncritical adherence to traditional practices, and to the need for the police to have
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standards of behaviour higher than the norms prevalent in wider society. In section 
45.17 Sir William recommends a definition of racism, as: “A racist incident is any 
incident which is perceived to be racist by the victim or any other person”. Sir 
William clearly situates the definition in the experience of the victim. As another form 
of maladaptive social behaviour it might be argued that bullying should be regarded in 
the same light and that in order to avoid future censure police officers should adapt to 
a new way of thinking about bullying, seeing it from the victim’s perspective and not 
from the social norm.
Police culture has been reported to emphasise authoritarianism, conservatism and the 
‘us/them’ divide (Waddington, 1999). The effect of this is both centrifugal and 
centripetal tempering the way officers treat both the public and each other. Social 
identity theory explains how individuals who identify with the group come to see 
themselves as interchangeable with other members of the group. In this way 
‘sameness’ facilitates identification and ‘otherness’ is treated with suspicion. Any 
officers seen as in any way different from the mainstream are less likely to receive the 
full support of their colleagues, and therefore to be more vulnerable to stress and 
bullying.
In chapter three, attention was drawn to the fact that the number of official complaints 
of bullying within the police service fell far below that which would have been 
expected given the findings of climate surveys conducted anonymously. It is thought 
that this could reflect the ‘catch 22’ situation facing bullied officers.
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Study one findings suggest that volunteers for difficult jobs are expected to be able to 
cope with the stresses of the job, including abusive treatment if that is the behavioural 
norm. Study two quantified the importance of various values of a police officer. These 
included assertiveness, emotional stability, moral courage and acceptance of 
discipline, which might be seen as particularly relevant to susceptibility to bullying. 
In chapter three, which described the culture of the police service, the work of 
Ainsworth (1995) was reported. This stated that handling stress was considered a 
training priority of law enforcement agencies. This might explain why it is difficult 
for a police officer to complain of being bullied. To do so not only calls into question 
their possession of such qualities, but it also breaches the informal solidarity rules, 
which require all officers to stick together and not to complain. There is such 
incongruence between representations of a bullied individual and an ideal police 
officer that the term ‘bullied police officer’ could represent something of an 
oxymoron for officers.
Addressing issues of bullying represents a challenge for the police service. The 
constabulary’s social representations of bullying, in terms of acceptability and 
commonness, were calculated by requesting respondents to evaluate the manipulation 
scenario fi^ om the constabulary viewpoint. The mean score for the social 
representation of acceptability for persistent personal criticism (“because they were 
stupid”) equated to ‘moderately unacceptable’. Similarly the score for commoimess 
suggested that the event was only ‘slightly unlikely’ to be common. These findings 
suggest that the message of zero tolerance to bullying as advocated in the policy 
documents is not being transmitted to the workforce, for whom the received unofficial 
message is of partial tolerance.
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The perception that persistent criticism is slightly unlikely to be common in the case 
of personal criticism and neither likely nor unlikely to be common in the case of task 
criticism should also be a cause for concern for trainers and policy makers. The 
difference between the two, although statistically significant, is unexpectedly small. 
The level of common-ness of criticism on the basis of task inadequacy should reflect 
the degree of competence of the officers in the force, whereas the measure of 
commonness of criticism taking a personal form gives an indication as to the social 
climate of the organisation. In that the common-ness of behaviour can also be thought 
of as an indication of the social norm, the perceived level of personal criticism might 
point to the gap between the organisation’s declared and actual working practices 
referred to in Adams’ work looking at organisational responsibility in bullying 
(Adams, 1992b).
In this regard the video-clip technique could have something to contribute to training 
in that it could be used to demonstrate differences in interpretation of behaviour. 
Structured card sorts could be themed on the feelings of the recipient and on social 
norms and contrasts drawn between the two.
Links between the informal culture of the police service and bullying have already 
been drawn. Chapter three also reported on the seven major HMIC thematics 
addressing issues of diversity published in the last ten years, indicating that 
persuading officers to embrace diversity is a continuing problem. As harassment on 
the grounds of sexual, racial, or religious differences, is still a manifestation of
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bullying (Bjorkvist, Osterman & Hjelt-Back, 1994) this is pertinent to the study of 
bullying within the police service.
This thesis presented the argument that slow change in the informal culture of 
bullying could be explained in terms of the psychological processes operating within 
the organisation. Each new generation of recruits is exposed to the traditional social 
representations of bullying during socialisation. The imperatives of identification with 
the group and acceptance by the group, result in shared representations of bullying 
with the group.
10.6 Transferability of the findings
All of the findings presented in this thesis were based on studies conducted with 
participants recruited fi*om the police service. Study two respondents were all police 
officers, whereas study one also included civilian support staff. The transferability of 
methodology and findings should be considered across to other organisations, to other 
constabularies, to the police service generally.
The video-clip presentation used in study one contained a range of behaviours not 
restricted to policing activities. As such the presentation would be suitable for use in 
bullying research carried out in non-police organisations. It provides a novel and 
effective means whereby the constructs of bullying can be explored. The 
questionnaire devised for the second study was specifically directed at police 
personnel, making it inappropriate for use in other organisations. However, the 
principles behind each section could provide valuable guidance for other researchers
273
Chapter Ten
looking at social influence on personal belief systems about bullying. The findings 
from these studies is likewise police specific and therefore of limited interest to non­
police organisations, although might prove useful to other emergency services.
It has been argued that there are cultural and organisational style differences between 
police forces (Reiner, 1992), but that there are also commonalities in police outlook 
because of the shared roles and problems. Chapter two described how bullying and 
intolerance of ‘otherness’ can be linked to the occupational police culture, the 
elements of which are thought to be common across constabularies and indeed across 
police forces in different countries (Waddington, 1999a). Each of the constabularies 
that took part in this research covers a wide spread of urban and rural areas policing 
multi-cultural and traditional populations. They are both active in promoting equality 
and fairness and neither has a noted problem with bullying. As such it is believed that 
they are representative of the police service generically and that the findings should 
generalise to other constabularies.
10.7 Research limitations
In evaluating the research procedures used in this thesis it is important to appreciate 
the inherent problems and restrictions associated with carrying out research in the 
police service. Constabularies receive many requests to participate in such projects 
and are reluctant to commit time and energy to work that does not translate into some 
form of benefit. Inevitably this creates a demand for research of an applied nature, 
which in turn might be seen to limit the opportunity for theoretical development
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When approaching prospective participatory constabularies with a view to carrying 
out research into bullying in the workplace the problem of the sensitivity of the topic 
area required additional reassurance of confidentiality and sympathetic handling in 
order to protect publication rights. As these problems suggest, the opportunity to gain 
access to police participants is clearly limited. In itself this might be considered a 
research limitation. It explains why the current research was conducted within two 
constabularies, and why the work was concertinaed into two major studies rather than 
being operationalised through a suite of studies facilitating evolutionaiy testing of a 
bullying model.
As the respective constabularies recruited participants for each study, albeit according 
to criteria laid down by the researcher, there is a possibility that there was bias in the 
selection process. The sample size of the second study (763) would be expected to 
minimise any effect of such bias, but this could have presented a problem for study 
one, which, as a qualitative study, had a small participant base (N=17).
Study two called for a great deal of organisation as the integrity of the findings 
regarding the constabulary’s social representations of bullying, and any differences in 
distance between these and the respondent’s own viewpoints relied on the 
questionnaire reaching a representative sample of the population. Analysis of the 
participant profiles suggests that the study was generally successful in this regard, but 
the numbers recruited from some of the specialist departments were insufficient to 
permit statistical analyses. This should have been anticipated given the overall size of 
some of the specialist units such as mounted police and air support. As anecdotal 
evidence suggests that some of these specialist departments might be particularly
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susceptible to bullying, this was an unfortunate oversight, and the study might have 
been better served if the total populations of these departments had been recruited.
The rationale behind the choice of each manipulation component was given in chapter 
seven, but the assumption that the findings from this study provide a true reflection of 
the relevance of the constructs rests not only with the validity of the manipulation as 
measured by the manipulation check but also with the appropriateness of the chosen 
construct examples. Whilst every care was taken in the selection process it is 
acknowledged that this study might be giving a false negative result and that different 
examples of context and power might have produced a significant effect.
10.8 Future research
This thesis has provided a stepping-stone in the field of bullying in the workplace, but 
this remains a valuable area for future research.
The first study described in this thesis introduced a new methodology. The shovring of 
video-clips of bullying behaviour, using stills as the basis for a form of multiple sort 
procedure has applications beyond the investigation of bullying. As such it represents 
an exciting proposition for researchers. In this thesis the procedure was conducted on 
a one-to-one basis but with imaginative adaptation the possibilities exist for group 
sessions comprising either individuals in a group setting or interactive group decision­
making.
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Once the constructs of bullying in the policing community are plotted, the research 
could usefully be extended to other occupations with the intention of mapping 
differences in the themes and plots derived using the same video-clips. This would 
extend the understanding of the interpretational strategies employed by observers of 
bullying and would locate any organisational biases.
The manipulation process, which underpinned the second study, also highlights 
several avenues for future research. The research could be extended by creating more 
vignettes to expand the opportunity for analytic induction (Johnson, 1998) whereby it 
should be possible to determine shared case features necessary but not sufficient, and 
unique case features that would be sufficient for generating categories of bullying.
In this thesis only three components of bullying were selected with a view to testing 
their centrality to the social representation of bullying within the police service. 
Although the manipulation check confirmed that the manipulation had worked, the 
component of context (training / operational setting) did not prove significant. It has 
already be pointed out that this could reflect the inappropriateness of the selected 
example of context, but this can only be confirmed if  an alternative offering proves 
effective. The opportunity arises to identify such an example.
In addition to the opportunity to extend the study by testing other components of 
bullying vrithin the police service there is also the possibility to test whether those 
components found to be relevant in the police setting would be equally compelling in 
other organisational environments. For instance, the findings relating to the 
interaction of different types of power (rank and authority) might be peculiar to the
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disciplined services where it serves as a reflection of the authoritarian nature of the 
culture with the attendant importance placed on rank and obedience. Future research 
might usefully test whether this finding can be generalised to other occupations.
The current study focussed specifically on the product of social representations of 
bullying held by the constabulary and upon the factors that were expected to affect the 
extent to which respondents were likely to share these representations. As such the 
process of social representations remained out of the scope of the current study, but 
should be considered an important and fmitful area for future research. Any such 
work might find it useful to investigate the links between the demographic variables 
of sex and rank and the constabulary’s social representations of bullying, which were 
noted during the current study.
Just as Biemat & Manis (1994) noted shifting standards in stereotyped judgments, so 
this research has illustrated shifting standards in behavioural norms in stereotyped 
judgments (recall the military case). This area warrants research to ascertain the extent 
of this phenomenon.
The current research has considered the social representations of bullying, but it has 
not addressed the social representations of the bullied police officer. Analysis of the 
comments made by respondents in study two drew attention to the possibility that 
bullied officers might be seen as ineffective. It was noted that this might reflect a 
perception of incongruence in police social representations of ‘bullied individual’ and 
‘police officer’. The small pilot study reported in Appendix 21 suggested that bullied
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police officers are perceived as lacking the values listed as important to the police 
service (study two).
In terms of bullying research very little is known of the representations of ‘bullied 
individuals’ in different occupations. Such a line of enquiry could be very useful in 
extending our understanding of why bullying should be so problematic in certain 
industries, whilst within the policing context the association between being bullied 
and being ineffective could provide an explanation for the reluctance of bullied 
officers to make official complaints.
Finally, despite containing a range of activities from instructors berating the entire 
squad to a female recruit having water poured over her head in front of others, 
participants in study one were reluctant to classify any of the military behaviour 
presented to them as bullying. Given the public attention attracted by recent claims of 
bullying of military recruits at Deepcut, this finding suggests a need to investigate the 
constructs of bullying vrithin the specific context of the military.
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Conclusion
This thesis makes no claim that it has advanced the identity and social representation 
theories forming the framework wherein bullying was studied. Its contribution is in the 
application of the theories of identity and social representations to extend the knowledge 
and understanding of bullying. It has been argued that bullying is not an inherent 
characteristic of specific behaviours, nor can it be explained solely with reference to the 
individual, rather that it is socially constructed. Bullying research is advanced in this 
thesis through its explanation of the social psychological processes occurring in 
organisations and on their influence on individual perceptions of bullying.
Within the specific context of policing, it has identified a suitable theoretical framework 
for the study of bullying, it has contributed to the development of a social psychological 
model explaining officers’ perceptions of bullying, it has informed the research as to the 
main constructs of bullying in the police service whilst drawing attention to the complex 
role of the component of power, and it has introduced a new methodological tool.
The research also has practical applications for policy makers and trainers within the 
police service (see table cl).
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Appendix One:
Comparative Table of Bullying Activities
G &
VF
# 1  &
o- s- ë  n
x x  x x x x x x x x x x
» 3’
t t B*gs ?■o
3 1 (RCL
%
g
i
|- o
i l
1:1
II
X
g-s
E d'S . F
f?PI
0=1
d *
1a
x'
Oes»
n0 
3
1
g
g
a
Wc
era
ir
sE. I
g- £.
X  X
II
3- <•
O o
B" I
X  X  X  X  X x x x x x x x x
& î 1
3 â t
g &
K 1
5' g-
th
X  X
!f
S î
I S
iîî-
1
g--
0S3»
n
1
I
I
a
We
3 K
2. S-
I I
X X X X X X X X X
X  X  X  X
X X X
I IR- n
H
B-
II
s 3 d Rp
1a
x’
gJD
n0 
B
%
1
ÿ
W
a
we
era
a a
I
X X X X X X X X X X
X X X X X
X X X
Î !csd's. a
ÎI
Rp§o |
ST .6
i r f ' 5
O
13a
x‘
O3«
n0 
2
1
I
2,
w
3
era
9 Ê
I
A o
S d < S . B
! 19 b
II
ï
X X X X
X  X i f f .
X  X  X  X X X X o
g
g:o3n
0
1 
I
f
a
n
S
era
îr
Appendix Two:
Survey request for bullying grievance figures and 
anti-bullying policies
Address, 
s"* April 2003
Dear Sir / Madam,
I am a Ph.D. student at the University of Surrey where I am looking at differences in 
perceptions of bullying in the workplace from the observer's perspective.
The work is well advanced, but as background to the studies I need to give some 
indication as to the incidence of reports of bullying within the police service and I am 
writing to each constabulary asking for figures relating to such reports over the last 
three years. I appreciate that this is a sensitive subject area and that there might be a 
natural reticence to share these figures with a third party. However if  the problem is to 
be understood and tackled effectively such disclosure is essential. I would like to 
assure you that any figures you are prepared to share with me will neither be used to 
identify individual constabularies nor will they be disclosed to any other party, and 
that upon completion of the Ph.D. they will be destroyed. I would further ask whether 
you could possibly send me any Anti-Bullying Policy documents that you currently 
use or have used in the last three years.
In return for your co-operation I would be delighted to send you a management 
summary of my findings when the work is complete later this year.
I hope you will be able to help me out with this matter but if  you would like to discuss 
this matter further please contact either myself on (home telephone number), or my 
supervisor Professor Jennifer Brown at the University of Surrey 01483 300800 
(switchboard).
Yours sincerely.
Mrs. Karen Mclvor
/
Appendix Three:
Full List of Video-clips (Study One)
C lip l
‘Soldiers to Be’ (docusoap). Scene depicts instructor pouring flask of water over 
female JNCO in fi*ont of her companions during a kit inspection out in the field, 
(instructor making point that JNCO needs to ensure adequate provision and 
consumption of water in order to avoid dehydration)
M(single, higher authority) -> F (single, low authority) in fi-ont of group (low 
authority), no great age differential
Expert Rating Clip 1 Rater 1 Rater 2 Rater 3 Rater 4 Rater 5
Abuse o f power 10 6 - - -
Threatening behaviour/intimidation 10 6 7 - -
Lack of perspective taking/non reaction to target distress - 6 - - 6
Humiliation / ridicule - 6 9 7 7
Verbal abuse 10 6 - - 0
Insult - 5 3
Powerlessness /belittling 10 7
Submissiveness 10 - - - 8
Disciplining - 8 9
/
Clip 2
Docusoap featuring a large comprehensive school. Scene shows a meeting called to 
discuss the behaviour of a teenage girl student and her possible exclusion from the 
school. Those present were the headmaster, a governor of the school, parents, and the 
girl. The discussion becomes somewhat heated and the scene ends with the girl’s 
father calling the headmaster a ‘wanker’.
M(single) M(single) in front of group, no great age differential
Expert Rating Clip 2 Rater 1 Rater 2 Rater 3 Rater 4 Rater 5
Threatening behaviour/Intimidation/gestures 10 3 8 3 4
Humiliation 5 5 5
Verbal abuse/bad language 10 7 6
Insult/name calling 8 4 6
Powerlessness /belittling 10 7
Submissiveness 10 2
Anger 10 7
Disciplining 7 6
Clip 3
‘The Bill’ (ITV UK police drama). Scene features the detective inspector telling the 
detective sergeant in a raised voice to stay within the bounds of his own job.
M(single, high authority) M(single, lower authority), no observers, about 20 year 
age gap
Expert Rating Clip 3 Rater 1 Rater 2 Rater 3 Rater 4 Rater 5
Abuse of power 10 5
Threatening behaviour/lntimidation/gestures 5 8 3
Humiliation 7 6 5
Verbal abuse/bad language 10 7 6
Insult/name calling 4 4
Disciplining 8 9
Clip 4
UK drama featuring a prison. Scene feature the female governor telling the female 
secretary that she did not want the secretary passing on confidential information. 
F(single, high authority) -> F(single, low authority), no observers, secretary approx 
10 years older
Expert Rating Clip 4 Rater 1 Rater 2 Rater 3 Rater 4 Rater 5
Power struggle 5 5
Abuse of power 10 6
Threatening behaviour/intimidation 10 7 7 3
Verbal abuse 10 5
Insult/sarcasm 3 7 4 2
Gossip 5 9
Powerlessness /belittling 10 8
Disciplining 6 7
Clip 5
‘Soldiers to Be’ (UK docusoap). Scene features group of young recruits being shouted 
at by drill sergeant for not performing adequately.
M(single, high authority) M(group, low authority), other observers, NCO approx 
20 years older
Expert Rating Clip 5 Rater 1 Rater 2 Rater 3 Rater 4 Rater 5
Imbalance of power/power struggle 2 10
Abuse of power 10 5
Threatening behaviour/intimidation 10 5 4 3
Humiliation 4 0 5
Verbal abuse / harassment 10 5 7
Name ealling / insults 5 3 7
Institutionalised bullying 10 6
Powerlessness /belittling 8 7 5
Diseiplining 7 6
Clip 6
Docusoap programme about disputes between neighbours. Scene shows disagreement 
between an elderly couple and middle-aged couple. Elderly male is the most 
vociferous.
M[but Female joins in] (single, age in 70s) F(single, age in 40s), observers -  other 
neighbours
Expert Rating Clip 6 Rater 1 Rater 2 Rater 3 Rater 4 Rater 5
Fighting between equals 8 10 6
Imbalance o f power/power struggle 9 2
Threatening behaviour/Intimidation/gestures 10 4 4 2 3
Lack of perspective taking/non reaction to target distress 10 6
Humiliation 3 3 4
Verbal abuse / harassment / shouting 10 3 7 5
Name calling / insults 7 5 4
Ridicule / sareasm 6 2
Powerlessness /belittling 5 5
Anger 10 4
Isolate / ignoring 1 4
Disciplining 2 2
Clip?
‘Peak Practice’ (ITV medical drama). Scene shows a marital dispute between the 
doctor and his wife. No greatly raised voices, but the wife is crying and ends the scene 
asking whether her partner has just issued an ultimatum.
M(single) -> F(single). No age differential, no power differential
Expert Rating Clip 7 Rater 1 Rater 2 Rater 3 Rater 4 Rater 5
Abuse o f power 10 3
Threatening behaviour/intimidation 10 3 9
Lack of perspective taking/non reaction to target distress 6 2
Verbal abuse / harassment / shouting 10 3 4
Name calling / insults 2 2
Powerlessness /belittling 10 9
Submissiveness / not defending self 10 2
C lips
Docusoap about Gordon Ramsey at the Aubergine restaurant. Scene shows the 
kitchen, with OR berating staff. Lots of use of expletives.
M(single, high authority) -> M(single, lower authority). Age difference about 15 
years
Expert Rating Clip 8 Rater 1 Rater 2 Rater 3 Rater 4 Rater 5
Abuse o f power 10 10
Threatening behaviour/intimidation 10 10 10
Lack o f perspective taking/non reaction to target distress 10 10
Humiliation 10 10 5 10
Verbal abuse /  harassment / shouting 10 10 6 10
Name calling / insults /sarcasm 10 9 9 10
Submissiveness /  not defending self 8 10
Isolate / ignoring 8 10
Disciplining 10 7
Clip 9
Drama programme. Scene shows a teenage girl telling other teenage girls that one 
particular girl (present) is a ‘cow’.
F (single) F(single). Group of observers, no power differential, no age difference
Expert Rating Clip 9 Rater 1 Rater 2 Rater 3 Rater 4 Rater 5
Abuse of power 5 7
Threatening behaviour/intimidation 8 7 3
Humiliation 10 2
Verbal abuse / harassment / shouting 8 7 3
Name calling / insults /sarcasm 10 10 7
Powerlessness /belittling 10 10
Clip 10
Docusoap about traffic wardens. Scene shows a M traffic warden issuing a ticket. He 
is surrounded by a group of individuals who disapprove of his actions.
M(group) M(single). Single individual is the traffic warden -  questionable power 
differential. Observers are members of the public. Traffic warden about 20 years older 
that the group
Expert Rating Clip 10 Rater 1 Rater 2 Rater 3 Rater 4 Rater 5
Threatening behaviour/intimidation 10 6 9
Humiliation 3 4 5 5
Verbal abuse /  harassment / shouting 10 7 6 5
Name calling / insults /sarcasm 10 6 10 6
Collusion/mobilise group against indiv. 8 5
Powerlessness /belittling 1 4
Disciplining 7 10
Despair 5
Clip 11
‘Soldiers to Be’ (docusoap). Scene shows recruit who has become detached on a 
group march. He appears near to collapse and after one instructor decides to take him 
back to the ambulance, another comes back and tells him to carry on. Offensive 
language used.
M(single, high authority, about lOyears older) M(single, low authority). One 
observer.
Expert Rating Clip 11 Rater 1 Rater 2 Rater 3 Rater 4 Rater 5
Abuse of power 10 6
Threatening behaviour/intimidation 10 8 3
Humiliation 5 6 3
Verbal abuse /  harassment / shouting 10 7 7 4
Name calling / insults /sarcasm 10 6 3 6
Powerlessness /belittling 8 8
Submissiveness/not defending self 5 10
Isolate / ignoring 5 2
Disciplining 9 7
Clip 12
‘So you think you are a good driver?’ (docusoap). Scene shows M driver and F 
passenger. F passenger is frightened by the speed of driver and tells driver to slow 
down. The driver slows down to crawling pace. When the passenger asks him to 
speed up he at first refuses and then agrees to do so but tells the passenger not to make 
comments in friture.
M(single) F(single). No power differential, no age differential.
Expert Rating Clip 12 Rater 1 Rater 2 Rater 3 Rater 4 Rater 5
Fighting between equals 6 10
Imbalance o f power/power struggle 5 6
Threatening behaviour/intimidation 8 3 2
Humiliation 3 9
Verbal abuse /  harassment / shouting 8 6 7
Name calling /  insults /sarcasm 3 9 3
Powerlessness /belittling 8 7
Denial o f responsibility 7 3
Clip 13
Docusoap about a health farm. Scene shows one of the directors criticizing the work 
of the General Manager. The GM refutes the criticisms.
M (single, high authority) M(single, lower authority). No age differential, no 
observers
Expert Rating Clip 13 Rater I Rater 2 Rater 3 Rater 4 Rater 5
Imbalance o f power/power struggle 6 7
Abuse of power 8 7
Threatening behaviour/intimidation 2 3
Verbal abuse / harassment / shouting 2 3
Name calling / insults /sarcasm 3 1 2
Powerlessness /belittling 10 6
Frustration / Anger 5 5
Disciplining 7 10
Clip 14
‘The BUT (ITV police drama). Scene shows detective sergeant and detective 
constable talking to the brother of a suspect at the suspect’s house. The detectives ask 
if the suspect is in and then enter the house without invitation
M(single, high authority) M(single). About 15 years age difference. One other 
policeman as observer
Expert Rating Clip 14 Rater I Rater 2 Rater 3 Rater 4 Rater 5
Imbalance of power/power struggle 6 6
Abuse of power 8 7
Threatening behaviour/intimidation 8 7 10 3
Humiliation 6 10 3
Verbal abuse / harassment / shouting 8 6 3
Name calling / insults /sarcasm 4 7 10 3
Powerlessness /belittling 5 8
Ignoring /  Isolate 2 3
Clip 15
‘London’s Burning’ (ITV fire drama). Scene shows group of firemen eating meal. 
One is questioned about his playing of golf. The inference being that he plays golf in 
order to curry favour with his bosses.
M(single) M(single). No power differential, no age differential. Observers include 
members of the same watch who join in laughter
Expert Rating Clip 15 Rater 1 Rater 2 Rater 3 Rater 4 Rater 5
Fighting between equals 10 9
Threatening behaviour/intimidation 10 7 4
Humiliation 7 7 5
Verbal abuse / harassment / shouting 10 7 3
Name calling / insults /sarcasm 8 7 9 5
Ridicule 6 4
Powerlessness /belittling 2 6
Clip 16
‘Car Wars’ (police docusoap). Scene shows uniformed officers (M,F) stopping a 
known offender on the grounds that they believe he might have certain property on 
him. The individual claims that he is constantly stopped and searched unreasonably. 
M(single, high authority) -> M (single). One observer (F) police colleague. Age 
differential about 15 years
Expert Rating Clip 16 Rater 1 Rater 2 Rater 3 Rater 4 Rater 5
Imbalance o f power/power struggle 4 5
Abuse of power 10 4
Threatening behaviour/intimidation 10 5
Verbal abuse / harassment / shouting 2 2
Powerlessness /belittling 10 6
Disciplining 8 10
Clip 17
Docusoap concerning a management changeover at a country club. Scene shows the 
chef meeting the general manager. The chef states that he thinks that he fmstrates the 
GM who agrees and offers the chef opportunity to leave.
M(single, high authority) M(single). No observers, no age differential
Expert Rating Clip 17 Rater 1 Rater 2 Rater 3 Rater 4 Rater 5
Imbalance of power/power struggle 6 8
Threatening behaviour/intimidation 4 10
Humiliation 7 10 3
Name calling / insults /sarcasm 4 9 3
Isolate /  ignoring 5 1
Disciplining 8 6
Clip 18
‘Soldiers to Be’ (docusoap). Scene shows group of young soldiers crawling through 
muddy puddle. Instructors identify individual members of the group. Shouting and 
criticism
M(single, authority)^ M(group & single). Group receives general criticism, 
individuals identified
Expert Rating Clip 18 Rater 1 Rater 2 Rater 3 Rater 4 Rater 5
Imbalance o f power/power struggle 1 10
Abuse o f power 10 7
Threatening behaviour/intimidation 10 7 7
Humiliation 7 4 8 2
Verbal abuse / harassment /  shouting 10 8 8
Name ealling /  insults /sareasm 7 3 8
Denial o f responsibility 8 6
Powerlessness /belittling 10 8
Disciplining 10 10
Clip 19
Training video on bullying. Scene shows office worker with work on desk. Manager 
comes in and bangs fist on desk complaining of having to draw attention to poor 
quality of work week after week.
M(single, authority) M(single). Age difference approx 20 years
Expert Rating Clip 19 Rater 1 Rater 2 Rater 3 Rater 4 Rater 5
Dispute 3 8
Imbalance o f power/power struggle 3 8
Abuse of power 10 8
Threatening behaviour/intimidation 10 7 10 6
Humiliation 6 7 7
Verbal abuse / harassment / shouting 10 8 6
Name calling / insults /sarcasm 10 8 7
Powerlessness /belittling 10 7
Submissiveness / not defending self 7 8
Anger/ Aggression 8 10 7
I d
Clip 20
Drama series about prison governor. Scene shows governor (F) disciplining inmate 
(M).
M (single, low authority) -> F(single, high authority) Observer warden. Prisoner 
intimidates through staring. F (single, high authority) M(single) Observer warden. 
Governor telling off prisoner
Expert Rating Clip 20 Rater 1 Rater 2 Rater 3 Rater 4 Rater 5
Imbalance o f power/power struggle 9 10
Abuse o f power 8 5
Sexual harassment 10 6
Threatening behaviour/intimidation 10 6 10
Humiliation 5 3
Verbal abuse /  harassment / shouting 10 6
Name calling / insults /sarcasm 6 3 3
Disciplining 5 10
Clip 21
‘The Bill’ (police drama). Scene shows group of detectives discussing their work. 
Female detective is made to look as though she is incompetent by other officers in 
front of superior
M+F -> F(single). Observers -  other members of squad
Expert Rating Clip 21 Rater 1 Rater 2 Rater 3 Rater 4 Rater 5
Argumentative 10 7
Abuse o f power 3 6
Threatening behaviour/intimidation 7 4 4
Humiliation 8 3 3
Verbal abuse / harassment / shouting 6 5
Name calling / insults /sarcasm 7 6
Gossip 6 8
Denial of responsibility 9 2
Anger/ Aggression 10 7
/ I
Clip 22
‘Soldiers to Be’ (docusoap). Scene shows a kit inspection. Instructors criticize each 
individual for standard of turnout.
M(single, high authority) M(single). Observers -  all others in room
Expert Rating Clip 22 Rater 1 Rater 2 Rater 3 Rater 4 Rater 5
Imbalance o f power/power struggle 2 10
Abuse of power 10 7
Threatening behaviour/intimidation 10 9 10 5
Humiliation 6 10 7 8
Verbal abuse / harassment / shouting 10 9 7 7
Name calling / insults /sarcasm 10 7 7 8
Powerlessness /belittling 10 7
Anger/ Aggression 10 7
Isolate /  ignoring /  social exclusion 5 8
Disciplining 5 10
Appendix Four:
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Appendix Five:
Instruction Sheets (Study One)
APPENDIX 5a:
Study I Instruction Sheet 1: Pre-video Presentation
If you need glasses for watching television could you please have them ready.
Thank you for agreeing to take part in this exercise your help is greatly appreciated. 1 
am an independent researcher and all data collected by me is totally confidential. If at 
any stage you feel you no longer wish to continue please let me know and we can stop 
straight away.
Before we begin could 1 please take down a couple of details?
The pictures you have in front of you are stills from videoclips that you are about to 
see. They are numbered and are in the order in which they will appear. In order to 
help you to remember what you have seen you might find it helpfiil to look at the 
appropriate still picture while you are thinking about the clip. 1 would like you to 
concentrate particularly on the behaviours that are happening in each scene.
Some of the scenes contain bad language.
Before we start have you any questions, which you would like to ask me?
At the end of the video presentation please remain seated and think about what you 
have seen.
APPENDIX 5b:
Study I Instruction Sheet 2: Multiple Sort Procedure
I am canying out a study of what people think and feel about different behaviours. 
Having seen the video presentation, I would now like you to look at the pictures of 
stills, which I have on these cards. Using these cards I would like you to sort them 
into groups in such a way that all the scenes / videoclips depicted in any group are 
similar to each other in some important way and different from those in the other 
groups.
You can put the cards into as many groups as you like and you can put as many cards 
in each group as you like. It is your views that count.
When you have carried out a sorting I would like you to tell me the reasons for your 
sorting and what it is that the scenes in each group have in common. When you have 
sorted the cards once 1 will ask you to do it again using any different principles you 
can think of and we will carry on as many times as you are able to produce different 
sorts.
Please feel free to talk out loud and say anything, which occurs to you, while you are 
sorting the cards as it would be really useful to look at this material at a later date. 
Would you mind iff  use a tape recorder?
Do you have any questions about this?
APPENDIX 5c:
Study I Instruction Sheet 3: MSP -  structured sort
Thinking about the behaviours which occurred in the video clips, I would now like 
you to sort the cards into two groups, one where the clip contained bullying behaviour 
and one where the clips contained no bullying behaviour. As you are sorting the cards 
please feel free to say why you are putting them into the two groups.
Again thinking about the behaviours in the video chps, I would like you to sort the 
cards into two groups, but this time according to whether or not the clips contained 
scenes of intimidation. Please feel free to talk about why you are putting them into the 
two groups.
Thinking about the behaviours once more, I would now like you to sort the cards into 
two groups: one containing scenes in which you would least like to be the victim, that 
is you couldn’t bear it, the second which you consider not too bad or you would be 
indifferent to.
Again sorting the cards into two groups, could you this time think about the person at 
the receiving end of the behaviour. Put the cards into groups where one contains 
scenes where that person would feel bullied, and one where the person does not feel 
bullied.
Thinking from the other perspective, could you sort the cards according to whether 
the person carrying out the behaviour thinks that his or her behaviour is bullying or 
not bullying.
APPENDIX 5d:
Study I Instruction Sheet 4: End of Task
That was the end of the exercise, thank you for your participation. Do you have any 
questions you would like me to answer?
Appendix Six:
Participant Response Sheet Free Sort (Study One) 
Participant Response Sheet Structured Sorts (Study One)
Participant No! U n ifo r m  /  CID / Civilian Sex: M /  F Age.
FREE CARD SORT
SO R TI
Category label Card Numbers
SORT 2
Category label Card Numbers
SORTS
Category label Card Numbers
SORT 4
Category label Card Numbers
SORTS
Category label Card Numbers
/
Participant No: Uniform / CLD / Civilian Sex: M / F Age^
FREE CARD SORT: continuation sheet
SORT
Category label Card Numbers
SORT
Category label Card Numbers
SORT
Category label Card Numbers
SORT
Category label Card Numbers
SORT
Category label Card Numbers
Participant No: Uniform / CID / Civilian Sex: M / F Age:
STRUCTURED CARD SORT
SORTI
Category label Card Numbers
Bullying behaviour
Not bullying behaviour
Not Sure (not offered initially)
SORT 2
Category label Card Numbers
Intimidating behaviour
Not Intimidating behaviour
Not Sure (not offered initially)
SORT 3
Category label Card Numbers
Person at receiving end feels bullied
Person at receiving end does not feel 
bullied
Not Sure (not offered initially)
SORT 4
Category label Card Numbers
Person performing behaviour thinks 
they are bullying
Person performing behaviour does 
not think they are bullying
Not Sure (not offered initially)
3
Appendix Seven:
Selection of Two Transcripts (Study One)
Transcript Participant 3 (Male, CID)
1. [Researcher] You can talk out loud if you want while you are sorting saying what is
2. coming into mind
3. Fm not exactly sure. Military which is different. Fm going to be sorting them into
4. reasonable and unreasonable that’s my first thing and unreasonable falls into two,
5. unreasonable public and unreasonable private.
6. There is a pile over here with sort of I don’t know quite what yet.
7. [Researcher] so would you like to go through this? Is that one by itself
8. [Clip 20]That’s on its own because it is the prison and, I don’t know, there was
9. nothing else that fitted with it to my mind
10. [Researcher] No behaviours that fitted with that one?
11. The behaviours yes, but not the context because the context affects the behaviour.
12. So that’s what there is for the moment
13. [Researcher] So the first [pause] behaviour is contextual as well. So if I just take the
14. number of that one. And this group?
15. [Clips 6, 9, 10,12,15] This group is conflict and I mean they are all together,
16. purely because, I mean they are all different but they are together because they are
17. all conflict of some description.
18. [Researcher] Right. Thank you and this one?
19. This is military although I think this cook [Clip 8] goes in there as well. First
20. thoughts are that some people might find that or classify that as bullying or
21. something. I actually find that behaviour in that context perfectly reasonable.
22. [Researcher] And this one?
23. [Clip 3, 14,21] This one is unacceptable public sort of thing. So in each of these
24. there were interactions in firont of other people which perhaps shouldn’t have been.
25. [Researcher] Okay
26. [Clip 16] This is public again -  acceptable.
27. [Researcher] And these?
28. [Clip 2, 4,13,19] This was private interactions but unacceptable by one or more
29. than one of the parties
30. [Researcher] What made it unacceptable?
31. It was just conflict and they were never going to resolve anything any of that way.
32. The police ones particularly the overbearing conduct of what I know to be the
33. senior officer or someone depicting the senior officer.
34. [Clip 7,17] And this was private acceptable. And in terms of people giving their
35. views in a calm and reasoned way and communication taking place
36. [Researcher] Right now could you think of another way of sorting them bearing in
37. mind the behaviours
38. In terms of behaviour?
39. [Researcher] So you have done reasonable and unreasonable so could you think of
40. any other tags you could have put on them
41. Millions, we could sit here all day. It is hard to do because in some of the clips, you
42. know who you are watching, there are contrasting behaviours and in some of them
43. there are very similar behaviours but it depends who you are looking at, so when
44. you say behaviour what of the interaction
45. [Researcher] in the scene
46. In the scene. There you go
47. [Researcher] So this pile is?
48. [Clips 7,16,17] Caring, listening
49. [Researcher] Right
50. That’s my don’t knows.
51. [Researcher] Your don’t knows. Its always good to have a don’t knows
52. 20 and 12
53. [Clip 1,2, 3,4, 5, 6, 8, 9 ,10 ,11 ,13 ,14 ,15 ,18 ,19 , 21, 22 ]And all of these are
54. bullying, non listening one-way communication
55. [Researcher] And what do you think makes them bullying
56. Tone of voice, words said whatever. The caveat of that is that it could be perceived
57. -. The militaiy ones. I’m particularly thinking about are bullying, but I know there
58. is good reason for what they do in that context. So I wouldn’t-, it could be seen as
59. bullying. Personally I wouldn’t find it bullying if I were the recipient of that type of
60. behaviour.
61. [Researcher] Can you think of any other ways of sorting them?
62. [Clips 6, 7, 8, 9,12] Yes. These are what I might call civilian interactions. There is
63. no authority, there is no organization, these are all individuals. In fact I’ll add to
64. that - these are my don’t knows but having just spoken about that I don’t know, to
65. that one, and that don’t know - them both
66. And this pile are where -. That was a mistake that’s the wrong pile it should have
67. been in the other pile. [Clip 1 ,2 ,3 ,4 , 5 ,10 ,11 ,13 ,14 ,15 ,16 ,17 ,18 ,19 ,20 ,21 ,
68. 22] These are all clearly where there is some sort of organizational angle from the
69. interaction as well. Somebody is more often than not in a position of authority over
70. somebody. And there are organizational angles to this as well because obviously
71. work places, prison service, police service the military. So, yep these all have an
12. organizational angle to them as well. The old traffic warden there as well
73. [Researcher] Can you think of any other ways? Testing you now.
74. And you could wander down uniform, non-uniform but then you know where does
75. the chef sit its not a disciplined organization but the chef wears a uniform, and the
76. cook in the other one clearly is in a position of authority. I don’t think gender
77. specifically is an issue here because there is quite a mix we have female actors in a
78. role of authority although in a minority to the men but I don’t think that is an issue
79. here. We could split them swearing and non-swearing I’m not sure what that would
80. tell you. I don’t know. Personally I, behaviour to me is quite simple its acceptable
81. or its not-acceptable within the context in which it is undertaken so I don’t think too
82. much more deeply than that really.
83. [Researcher] not to bad is it. So can you think of anything else?
84. I’m sure if  I sat here and sort of thought of some obscure angle yeah. But if you are
85. after the strongest thoughts then those are acceptable and non-acceptable black and
86. white
Structured -  bullying
87. My view. You see I have difficulty with this because-. Bullying? No just
88. inappropriate. Yes. Yes. I have difficulty with these, I do. Because I can see how
89. others might see it, that one as well. No, because he gives as good as he gets. No
90. that is over the top, no. Quite definitely yes’s and no’s but these in the middle I
91. really do have difficulty with. Personally I don’t think that’s bullying but I know
92. that is going to sound really strange -
93. [Researcher] No it doesn’t sound strange.
94. Because I know why they do it.
95. [Researcher] So that’s - what would you say that-. So you say that it is bullying, or
96. people would see it as bullying but you don’t?
97.1 think other people would see it as bullying, I don’t that’s training [Clips 1, 5,11, 
98.18,22]
99. [Researcher] Training.
100. For a good reason
101. [Researcher] So we cross out bullying for training for these ones, yes?
102. Yes. But the others here clearly are. I have difficulty seeing that as bullying is
103. what I am saying.
104. [Researcher] yes
105. In that context
106. [Researcher] And these are the bullying ones?
107. Yes they are [Clips 2, 3, 4, 8, 9 ,10,13,14,15,19]
108. [Researcher] And what do you think makes them bullying?
109. Overbearing, one-way conversation, not listening, not checking out facts, not
110. establishing facts before, and not allowing somebody to respond
111. [Researcher] Right
112. This is an attempt, [Clip 20] but she failed badly
113. [Researcher] So ITl put that under an attempt?
114. She’s attempting in my mind, to assert her authority but clearly with his
115. comment as she walks out, fails
116. [Researcher] And he doesn’t bully her?
117. Er well, I don’t know what happened before that clip. No he just stands there,
118. dumb insolence I suppose you could say. Don’t know, hard to say without
119. knowing what has gone on before.
120. [Researcher] Right
Structured intimidation
121. Right, good choice of word. That is still only an attempt. No actually no, it is,
122. she does it. How it received doesn’t matter does it.
123. Implied threats - that’s a maybe for the moment. These two trouble me too,
124. because they are both as bad as each other. That is. Intimidation, no that is just
125. an argument.
126. Maybe we call that-. Definitely not, definitely not, yep, and they contain that
127. element.
128. [Researcher] So these are definitely’s
129. Intimidation. Definitely not. See that’s the hard one, because it is really implicit
130. threat but it is delivered in such a calm whatever manner. It’s hard. Those are
131. my don’t knows
132. [Researcher] So that makes the difference?
133. We could sit and talk all afternoon about the definition of intimidation but yes
134. [Researcher] No, its what you think it is.
135. No that is a reasonable request that is going to be a no. So she nags him but then
136. he slows down and winds her up so ITl say no because they are both as bad as
137. each other so it is one of those. I think she is trying to be intimidating and so is
138. he, but they just wind each other up
Structured least like to be in
139. Comfortable with [Clips 1, 5, 6, 7, 8, 9, 11,12,15,16,17,18,20,21,22],
140. uncomfortable with [Clips 2, 3 ,4 ,10 ,13 ,14 ,19].
141. [Researcher] What specifically would make you uncomfortable in these
142. particular scenes?
143. Do you want me to do it one by one or generally?
144. [Researcher] Yes if you sort of
145. Intimidatoiy numbers, obviously. Person just trying to do their job and
146. representing the organization and getting grief for it. The reality is, these people
147. probably did park illegally and they get their ticket so it is unfair.
148. Bullying and unlawful entry.
149. Really poor management there. Staff skills zero. Not happy vnth that, same with
150. this one same with that one same with that one. I think I am unhappy with that
151. one because if it was me I think I would have smacked him in the mouth rather
152. than got up to leave.
153. Just a waggly finger and I hate when you get a waggly finger.
Structured -  bullied
154. And we are talking about the behaviour by the person that thinks he was mostly
155. - the speaker on the cards?
156. [Researcher] Whichever way you see. Its irrelevant which one of them you
157. think is at the receiving end. But if you think the person at the receiving end
158. would feel bullied.
159. He is a bit sensitive he is isn’t he, I think he probably would, yes.
160. [Researcher] Right so are these the feel bullied ones? [Clips 1,2, 3,4, 5, 7, 8, 9,
161. 1 0 ,1 1 ,1 3 ,1 4 ,1 5 ,1 7 ,1 8 ,1 9 ,2 2 ]
162. Yes
163. [Researcher] Is there any reason you think that they feel bullied. Y ou said that
164. chap was sensitive?
165. Clearly the military ones I am sure the recipients did, and are meant to have felt
166. bullied. I forget now let me look.
167. [Researcher] Sorry shall I put them the right way up for you? Y ou take that lot
168. and flick through them
169. We have got a number of people here who are obviously subordinate to
170. somebody in the workplace so I feel sure they will have and that includes some
171. of the police ones. Chris’ s brother who gets a knock at the door and it’s the
172. police yes I’m sure he would have and I’m sure the traffic warden did yes its
173. about figures of authority again isn’t it in the workplace mostly.
174. Yes the young the girls well it was clearly school yard hostility and that was
175. intended to have an effect I think.
176. Y e s  the military ones. Yep
structured -  Know bullying
177. What it doesn’t show you afterwards is that he picks up his pack afterwards and
178. carries it for him
179. [Researcher] you are not supposed to know that
180. So the person giving intends, yep. Don’t know, yes, no.
181. That was quite bizarre I don’t know who was. No I don’t think so. They both
182. did. No.
183. [Clips 1,2, 3,4, 5, 8, 9 ,10 ,11 ,12 ,13 ,14 ,15 ,18 ,19 ,20 ,22] These people
184. intended these people didn’t [Clip 6, 7,16 17,21].
185. [Researcher] Could you think of any other types of scenes which would have-
186. bearing in mind the subject matter about behaviours which you think could have
187. elicited different responses or would have made it more interesting for you
188. No not really there are some very good clips there. I would say if it is feedback
189. you are seeking I don’t know what you are doing or how you are doing it but the
190. military ones for me I could have watched one of those and you would have got
191. the same answers instead of watching four five or six of those.
192. [Researcher] So you didn’t see them as different types of behaviour?
193. No
Transcript Participant 5 (female, civilian)
1. One of the overriding things was aggression and particularly within the military
2. environment where they rule by fear. And I think that was picked out in the military
3. ones and also some of the police ones. I am not sure that fear is the right word.
4. Shouting, that one was shouting, that one was as well, that one. So there are links
5. with these
6. [Researcher] Just take your time
7. Yes. Now one of the army ones was more about humiliation if I can see it where
8. they threw the water over it looked like a girl [clip 1]. Its that one isn’t it I think it
9. was more about humiliation, [clip 18] That one if felt was preying on not being last
10. bashing somebody by saying ‘if you’re the last you’re the worst’. Right and in a
11. way that was a similar one[clipl 1]. ‘You said you can do this you do it’ and ‘you
12. can’t fail’ you fail yourself you fail us.
13. That one was just pure aggression and using superiority in order to humiliate
14. someone so that I suppose is another form of humiliation. That one I felt the same
15. somebody who was in charge who was saying who was really using their authority
16. to undermine somebody. That one was about power as well it was telling a
17. subordinate ‘you haven’t done what you should do’ and ‘I am in charge here you
18. will do what I tell you to do’ and that is really I think those, I think that one is a
19. little on its own but those three were about using your position to shout and get
20. what you want. And those probably the same. Once again the military approach to
21. things. Not the same as those two but using your position to reinforce.
22. There’s another one here.
23. That one [clip 16] I found is different because he actually used a conciliatory tone
24. and wasn’t confrontational with the person at all and seemingly got what he wanted
25. from it by not being confrontational but by actually having a more conciliatory
26. approach towards the person.
27. I’m not sure about that one. It was just two people who couldn’t talk without
28. shouting about an issue.
29. [Clip 21] she obviously felt threatened by what he was saying and she just gave me
30. the feeling that she had no answer to what he was saying but she felt victimized, no
31. victimized or persecuted that he was lying. Obviously you don’t know which one is
32. and which one isn’t but that was the feeling you got that she couldn’t cope. With 
3 3. what was happening.
34. [Clip 20] She just reminded me of a woman in a mans world trying to get some
35. respect by talking tough
36. [Clip 12] I don’t know where to put that one she was just a bit of a nag actually not
37. allowing him to drive properly whatever he did was wrong the sort of epitomy of a
38. back seat driver. But I don’t Imow emotionally what it gave me apart from leave the
39. poor guy alone and let him get on with his driving before he has an accident.
40. [Clip 14] I felt that was intimidation. In that he wanted to gain entry to the house
4L intimidated the man who obviously didn’t seem terribly bright and forced his way
42. in by intimidating the person.
43. I’ll be left with others I’m not sure about. [Clip 10] That was just again a
44. confrontational situation the traffic warden didn’t handle it well at all. He played
45. right into their hands by responding to what they were saying to him and there is
46. another situation similar to that.
47. That one where they couldn’t talk its more actually. There are some that are very
48. similar in that they are not actually talking to each other they are shouting at each
49. other.
50. [Researcher] you said these two were intimidation. Do you think those two 
intimidation as well?
51. No they are not although they are linked in a way. That one particularly where they
52. are shouting rather than talking and these two were I felt shouting rather t h ^
53. talking but its not intimidation its more just two people who can’t communicate
54. with each other so they shout
55. [Researcher] So if you have a theme on this one then - what is your theme because
56. you have - that’s intimidation, that’s motivation sort of tiying to get people to do
57. things
58. By playing on the ‘you can’t be last because if you are last - ‘
59. [Researcher] These are humiliation
60. That one [clip 1] was humiliation. I think that one was humiliation I mean I think a
61. lot of them are humiliating but that one was pure aggression linked with humiliation
62. because they are actually using their position to shout at people and belittle them
63. [Researcher] So if  we start thinking of a theme that you have running here. What
64. background theme have do you think you got — is it aggression?
65. Its aggression and power isn’t it?
66. [Researcher] So the theme is aggression and power. This one is humiliation?
67. Yes that’s how it made me feel. That one is about power and they are using that
68. power. They left me feeling quite uncomfortable. These two [clip 11,18], it was
69. about. Its still power but its motivation isn’t it to try and make these people not be
70. last or to finish to complete
71. [Researcher] So its for their own good?
72. Well I’m not sure about that guy I thought he might expire before the end of it but I
73. can see the reasoning behind it
74. [Researcher] And this policeman?
75. [Clip 16] I felt that didn’t come under power. I felt that one was apart because he
76. was conciliatory, he actually got what he wanted by reason rather that aggression
77. [Researcher] So it was power he didn’t use? Conciliation?
78. Yes I thought he had a really nice manner with him probably wouldn’t work with
79. everybody but certainly worked with that one.
80. [Researcher] These two, the word that you used was -?
81. Intimidation, wasn’t it yes
82. [Researcher] These two?
83.1 don’t know where to put that because she was just horrendous.
84. [Researcher] Have a look at the other ones and see what else
85. [Clip 20] That one I thought she was trying to assert herself, using her power in an
86. assertive way to actually gain respect from this person
87. [Researcher] So she was using power to gain respect. So some of them are using
88. power to intimidate, some of them are using power to motivate and some of them
89. are using power to gain respect.
90. To gain respect yes
91. [Researcher] So what about the other ones, can you put those into some category?
92. You see these two?
93. [Researcher] Think about the power theme you have got going for you.
94. Oh the power, one. You see there was power thing here where I felt she was
95. actually. [Clip 4] That was intimidation, because she was intimidating because she
96. was using power against that person ‘if you say anything about what has happened
97. here then there will be repercussions’, so that was intimidation. That was number 4,
98. that was intimidation.
99. [Clip 2] This was another one because once again it was a little bit like this one
100. where shouting in order to get your point across
101. [Researcher] Thinking about the power theme what do you think the situation is
102. there then?
103. Its almost like reverse power because the headmaster had the power but he was
104. the one who was shouting and pointing and the headmaster almost didn’t seem
105. to be in control. Mind you how do you, I really am in two minds about the
106. feeling I got out of that. I felt his frustration that he felt nothing was happening
107. about apparent bullying of his daughter. And the headmasters frustration that he
108. couldn’t get this man to quieten down so he could discuss it with him
109. [Researcher] So that was more, although the headmaster had the power this was 
frustration?
110. This was frustration yes, I just felt
111. [Researcher] So it was frustrated - at his lack of power?
112. Yes, yes he was because the headmaster had the power but didn’t seem to be
113. doing anything about it. The feeling that I got from it all was frustration all
114. round. And in a way that one was
115. [Researcher] So if we think about the power theme at the moment and then we
116. do frustration -  we can use it as a heading in a moment. Let us look at power
117. differentials and what is happening with power in these ones?
118. [Clip 9] Well this was the girl wasn’t it who was obviously leader of the pack
119. and she was using her power that the impression I got and she was saying
120. something about a peer in order to undermine her
121. [Researcher] so would you call that were they equal power or more power?
122. I think she was like the peer leader that was the impression we got she was
123. going to tell everybody else where everyone else fitted into the hierarchy so
124. [Researcher] So you have already got humiliation, power to humiliate, power to
125. motivate, power to -  reconciliation, power with intimidation. That was probably
126. power for intimidation
127. [Researcher] Alright?
128. Yes
129. [Clip 7] The doctor telling his wife to tow the line. Well that was once again
130. almost power with intimidation because he held all the, he was the man in
131. charge and he was saying to his wife ‘you tow the line or there will be changes
132. around here’. I am trying to ignore the fact that I actually watched that part of
133. the story line because you have got to see the snapshot.
134. [Researcher] That is exactly it. Its very difficult to put out of your head
135. Whilst he might have just cause, I have got to ignore that and say that what he
136. was using was his power to intimidate her to tow the line.
137. [Researcher] What about the last one?
138. [Clip 12] Well she once again had the power although he was driving the car
139. God I don’t know where to put her.
140. [Researcher] Well shall we put that into a non- if you just can’t do it?
141. Yes. I just didn’t get anything out of that other than-
142. [Researcher] Well that is useful because this is a sort of testing ground so if you
143. don’t get anything-
144. [Clip 15] I know this story line quite well although I haven’t watched it for
145. some time. Its almost a struggle for power in some way because he was
146. accusing him of being a brown noser, but then getting into a confrontation but
147. then the head of the station told him to sit down. So it was controlled power
148. almost because the guy who was in charge does control it. So you got the
149. feeling that they were just having a bit of banter, which went too far but it was
150. controlled by the person who had the power.
151. [Researcher] So its banter? You might use it in another sort, whether it was
152. joking or whatever. And now the traffic warden?
153. [Clip 10] Oh I just felt he dealt with it really really badly he allowed it, it was
154. intimidation by the people he was actually trying to give the ticket to but he
155. didn’t control it very well.
156. [Researcher] So it was intimidation?
157. Yes, he was intimidated. Now yes, I was tiying to listen to that [Clip 13]
158. because I found it difficult to listen to. If I am right he was asking for fire drills
159. and the manager was trying to put him down because he hadn’t actually really
160. done anything about it but he was trying to make him feel like he was the one in
161. the wrong when he wasn’t because he was asking for something justifiable. So
162. the manager was using his power, well its almost intimidation again.
163. [Researcher] Intimidation?
164. Yes because he was actually intimidating the guy into thinking it was actually
165. his fault when really it wasn’t. Probably getting these all wrong
166. [Researcher] No, there is no wrong
167. There’s no wrong and no right its just perception isn’t it?
168. [Researcher] Yes
169. This was an odd one wasn’t it? I couldn’t quite follow that one [Clip 17], I
170. must be going mutton jeff. Because he was saying that he wasn’t valued in his
171. job, the manager was saying ‘well I haven’t really had a veiy high opinion of
172. you since you started’. But was he saying, because I couldn’t really hear it, that
173. he couldn’t get away because it wasn’t convenient for them?
174. [Researcher] Yes
175. So therefore ‘we don’t really want you but its very inconvenient for us if you
176. leave because it is just getting busy so we might let you go and we might not let
177. you go’.
178. [Researcher] Yes
179. So that power again. Fm not sure if its intimidatory power. What else have you
180. got?
181. [Researcher] We have got power and position
182. That power and position isn’t it?
183. And that’s the neighbours. And that’s the neighbours having a big bust up and
184. Fm not sure where the power may be.
185. [Researcher] Could you say equal power?
186. Yes I suppose its equal power to make a mess of it
187. [Researcher] I’ll make you work hard now. If you could sort them again- think
188. of a different way of sorting. You’ve done them by power and you have
189. mentioned a few other things that you could have sorted them by. Could you
190. sort them a different way using a different type of underlying theme? Y ou’ve
191. done the power one
192. Oh you are making me work hard
193. {Researcher] Yes it is difficult
194. To think of another theme behind it. Could you sort them by management style
195. -  you couldn’t really because [pause].
196. [Researcher] Could you think what it was about? The behaviours that struck
197. you?
198. Well it was the aggression. Fear
199. [Researcher] So do you want to do fear and aggression?
200. Yes that’s probably one we can go for because that person there was just so
201. awful so disgraceful. His aggression and the effect he had on the receiving end.
202. The person really seemed afraid of him. Its veiy difficult because once again
203. this is about aggression towards a subordinate and that subordinate having no
204. right of redress. Can’t say anything back almost impotence because they can’t
205. say anything. And I really felt how humiliated they were. I suppose you
206. wouldn’t go into the army if you didn’t want to feel those things.
207. That’s using aggression as well, but is that power and aggression? I suppose
208. they are similar and different because you can have power without using it
209. aggressively
210. [Researcher] Yes you remember you said the policeman used power without-
211. Yes, like that one, yes.
212. [Researcher] So these are aggression?
213. Yes that’s aggressive. [Clip 1 ] If you threw water over somebody, that’s an
214. aggressive act. That was aggression again whether controlled or not ‘get on with
215. it get it done’. Her response to him was aggressive, she really lost it. He was
216. aggressive in getting up to the man like this ‘you don’t look as if you know
217. what you are doing to me’ that aggression, they were aggressive to the traffic
218. warden [clip 10] and intimidated him with that aggressive response. That parade
219. [clip 5] aggressively shouting. That was aggression towards a subordinate
220. officer r i ^ t  in his face
221. [Researcher] So aggression is standing too close
222. Yes intimidating them by an aggressive attitude. She was aggressive towards-
223. she couched it in j oking terms, but she was still giving him a hard time and he
224. was in a no win situation. All these people are in a no-win situation because of
225. their position there is nothing they can say back. Now I wouldn’t say his boss
226. was aggressive but he manipulated the situation in such a way as to overpower
227. that person with his personality not his personality it was all very controlled,
228. controlled aggression. It was all controlled but he still had he still knew how to-
229. [Researcher] So do you want that as a separate one -  controlled aggression so
230. we have got straightforward aggression, controlled aggression?
231. That was mutual aggression they were aggressive with each other
232. [Researcher] So you want a mutual aggression?
233. Yes, lets have mutual aggression
234. [Researcher] So its aggression one-way controlled aggression mutual
235. aggression.
236. He was very aggressive and in the way he responded to the situation. That was
237. his way of dealing with the interview to be aggressive, so that’s pure aggression
238. really once again. This is a much easier category in a way.
239. [Researcher] I think you have got your head around it, you know what you are
240. looking for.
241. Yes and that was pure aggression. That one was really.
242. [Researcher] So you have got aggression, controlled aggression, mutual
243. aggression.
244. Yes I suppose that was a controlled aggression because
245. [Researcher] So does that go into that one, controlled aggression?
246. I think that she was controlled she knew what she was doing but it was an
247. aggressive act against another person in order to put that person in their place.
248. That would be controlled aggression as well because she was very controlled in
249. the way she spoke to that person but she still had the effect of saying I m in
250. charge here, I say what happens’. So that’s controlled aggression. And that was
251. controlled aggression in that he didn’t raise his voice but he still got his point
252. across. You know T’m in charge’, and that one the same really. He was very
253. controlled about what he was doing but he was making sure his wife knew that
254. he was in charge but there was no apparent anger there.
255. And similarly with that one [Clip 20] although I don’t think she was necessarily
256. in control that was the impression she gave him T’m in control I’m the governor
257. of this prison you will respect me’, its only when she goes out of the room that
258. that façade drops away. And that [Clipl5] was controlled as well because it was
259. controlled by the senior person.
260. [Researcher] So I have got one no aggression which was 16
261. We’ve got one up here as well, that’s shared aggression.
262. [Researcher] Mutual aggression?
263. Mutual aggression, yes
264. [Researcher] Can you think of any other ways you could sort them. You have
265. done power and you have done aggression.
266. I suppose the only thing I could do is put the boot on the other foot and look at
267. the person on the receiving end but I don’t know. What would their emotions
268. be? I’ve got humiliation, the anger the aggression.
269. [Researcher] It doesn’t matter if  you can’t but I always ask people to dig deep
270. I’m digging. Because it is all about power and how they use that power
271. [Researcher] Can you think of any other way?
272. I’m sure I could if I sat and looked at them for ages -
273. [Researcher] I don’t want you worrying about it all day
274. I don’t worry. It suddenly comes to me and I think why didn’t I think of that?
Structured- bullying
275. Is this, would you define bullying as shouting?
276. [Researcher] No, its your definition of bullying
277. Its my definition of bullying. Oh well. I’ve got a -.
278. [Researcher] So these are bullying and these not bullying?
279. Yes
Structured intimidation
278. That’s the only one I would say isn’t intimidation
Structured — least like to be
280. So I wouldn’t want to be involved in it personally?
281. [Researcher] It would give you a lot of cringe value if  you were in it. So you are
282. looking for cringe value and ones which wouldn t give you a problem.
283. I hate these sort of things I hate people shouting whether it was necessary or not
284. in fact I wouldn’t cope with it too well. I wouldn’t like it. I think really that’s
285. the only one I wouldn’t say is intimidation
286. [Researcher] You wouldn’t mind being involved in?
287. I wouldn’t mind being involved in that
288. [Researcher] You’d be indifferent, it wouldn’t worry you?
289. No, I would understand what she was doing
Structured -  bullied
290. Depends on if she was at the receiving end
291. [Researcher] Doesn’t matter which one-
292. I bet you get a different response from police officers.
293. [Researcher] Well they are all right responses there are no wrong ones.
294. Oh I know because its all personal
295. And you know I should have put that one. I was looking at the wrong way
296. thinking I wouldn’t be in that position but I wouldn’t mind being treated that
297. way so that should go - did I put that in?
298. [Researcher] You would be indifferent to - you wouldn’t mind being treated that
299. way?
300. [Researcher] These people don’t feel bullied?
301. No I don’t think so
structured knows bully
300. That one cotild cause great problems 
[ran out of tape]
Appendix Eight:
Chief Constable’s Cover Note (Study Two)
Dear Colleague,
Please don’t throw this in the rubbish bin! I appreciate you may be sceptical about yet 
another survey, but this has been designed to find out how you, as a police officer think 
and feel about your working relationships.
The issues behind this survey have been brought to my attention by the Equal 
Opportunities Unit based at HQ, and the questionnaire has been devised by a PhD 
researcher firom the University of Surrey. We are taking working relationships 
seriously and the results should assist in making working alongside your colleagues 
more rewarding.
• The questionnaire might look long but it should take no more than 15 minutes to 
complete
• A limited number of questionnaires have been sent out so I really would appreciate 
it if  you could fill in and return your copy -  it does count
• There are no right or wrong answers to these questions it is your frank and honest 
opinions that count
• It is confidential -  all responses are to go directly to the University of Surrey and 
the data will be analysed in such a way that no individual will be identified
• At the end of the research we will be informed about the general findings and the 
study will be written up as a part of the Ph.D. This will give the Constabulaiy a 
better understanding about its staff and how we can best improve things
It is important that as many people as possible return the questionnaire so do please 
take the time to complete it carefully. It would be very helpfiil if  you could answer all 
the questions but please miss any to which you would rather not respond.
There is a self-seal envelope provided to return your completed questionnaire -  NO 
STAMP is needed. We would appreciate it if you do so within a couple of days.
Thank you for taking part
Chief Constable signature here
Chief Constable
/
Appendix Nine:
Distribution List (Study Two)
Distribution
1. need for balanced distribution -
a. rural, urban, HQ
b. male / female
c. rank (prob. Constable, constable, sergeant, inspector, ch.mspector+-)
d. department (uniform, cid, traffic...)
2. Initially wanted to cover total populations within one rural district, one urban 
district and HQ, but constabulary wanted sampling across entire constabulary, 
calling for the need for representative sampling within defined categories
DISTRIBUTION LIST District names withheld (Sampling across the entire 
constabulary)
District One (140)
Chief Inspectors or above (2) 
Inspectors (4)
Police Sergeants (14)
Police Constable (95) 
Probationers (15)
Detective Constable (10)
District Two (98)
Chief Inspectors or above (2) 
Inspectors (3)
Police Sergeants (9)
Police Constable (67) 
Probationers (10)
Detective Constable (7)
District Three (99)
Chief Inspectors or above (2) 
Inspectors (4)
Police Sergeants (9)
Police Constable (67) 
Probationers (10)
Detective Constable (7)
District Four (101)
Chief Inspectors or above (2) 
Inspectors (3)
Police Sergeants (9)
Police Constable (70) 
Probationers (10)
Detective Constable (7)
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= + v l- 4]
= + V1-14]
= 5 sets 4-vl-15]
= + V1-15]
+ vl-10]
+ v3- 4 ]
= + v5- 7 ]
= + vl5-16, vl-7]
= 4 sets + vl6 ,v l-2 ]
= + vl6,vl-9 ]
+ v ll-16,vl ]
+ v5- 6 ]
= + v 8 -11 ]
= + v8-16 ]
= ' 4 sets + v3- 5 ]
= 4- vlO-16,vl-3 ]
4- v2- 8 ]
4- v7- 8 ]
= 4-vl2-14 ]
= 4-v l- 9 ]
= 4 sets + v6-ll ]
= 4- v4-13 ]
+ v9-15
District Five (84)
Chief Inspectors or above (2) = + v9-10 ]
Inspectors (3) = + vl5-16,vl ]
Police Sergeants (8) = + vl0-16,vl ]
Police Constable (55) = 3 sets + vl2-16,vl-2 ]
Probationers (10) = + vl4-16,vl ■7]
Detective Constable (6) + v l6 ,v l“5 ]
District Six (95)
Chief Inspectors or above (2) = + V1I-12 ]
Inspectors (3) = + v2- 4 ]
Police Sergeants (10) = + v2-l 1 ]
Police Constable (65) = 4 sets + v3 ]
Probationers (10) = + v8-16,vl ]
Detective Constable (5) + v6-10 ]
District Seven (110)
Chief Inspectors or above (2) = + vl3-14 ]
Inspectors (4) = + v5- 8 ]
Police Sergeants (12) = + vl2-16,vl -7]
Police Constable (75) = 4 sets + v4-12 ]
Probationers (10) = + v2-ll ]
Detective Constable (7) = + v ll-16,vl ]
District Eight (83)
Chief Inspectors or above (2) = + v l5 “16 ]
Inspectors (3) = + V9-11 ]
Police Sergeants (8) = + v8-15 ]
Police Constable (55) = 3 sets + vl3-16,vl -3]
Probationers (10) = + vI2-16,vl -5]
Detective Constable (5) = + v2-6 ]
HQ (6)
Inspectors (1) = + v l2 ]
Police Sergeants (3) = + vl6, vl-2 ]
Police Constable (1) = + v4 ]
Detective Constable (I) + v7 ]
CDD (7)
Chief Inspectors or above (1) = + vl ]
Inspectors (2) = + vl3-14 ]
Police Sergeants (2) = + v3-4 ]
Police Constable (2) + v5-6 ]
CID (76)
Chief Inspectors or above (5) = + v2- 6 ]
Inspectors (4) = + vl5-16,vl ■2]
Police Sergeants (13) = + v5-16, vl ]
Police Constable (4) = + v7-10 ]
Detective Constable (50) = 3 sets + v8-9 ]
Support (60)
Chief Inspectors or above (2) = [  +v7- 8 ]
Inspectors (3) = [ + v3- 5 ]
Police Sergeants (30) = [ 1 set +v2-15 ]
Police Constable (12) = [  +v 11-16,v 1-6]
Detective Constable (13) = [  + v l 0-16,v 1 -6]
Comms (28)
Chief Inspectors or above (1) = [ + v9 ]
Inspectors (3) = [ + v6- 8 ]
Police Sergeants (6) = [  +vl6 ,v l-5  ]
Police Constable (18) = [ 1 sets + v7-8 ]
Ops (133)
Chief Inspectors or above (2) = [ + vlO-11 ]
Inspectors (5) = [  +v9-13 ]
Police Sergeants (14) = [  +v6-16,vl-3 ]
Police Constable (112) = [ 7 sets ]
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Appendix Ten:
Covering Letter to Distributing Officers (Study Two)
Distribution of questionnaires for the 
Workplace Relationships Survey 2001
First of all many thanks for your assistance and support for this survey, which is 
looking at identity, commitment to career and the police service, and perceived qualities 
of an officer and how the interactions between these factors impact on attributions of 
behaviours.
We do understand that there are many demands on your time and that of your officers, 
but this survey is important as we expect that it will provide us with greater insight as to 
how workplace relationships can be improved. The Chief Constable has sanctioned the 
survey, but we rely on your help to make it work. As with all questionnaires, the 
difficulty will be in getting people to respond. We have produced a couple of A4 
posters that might help, but any encouragement you can give will help enormously.
You will have received a number of separate packages, each labeled with the ranks of 
officers who are to receive them. On the face of it all the questionnaires look alike, but 
actually there are subtle differences and it is important that they are distributed to the 
appropriate people -  if  you could get a spread of ages and years’ service within the 
categories that would be absolutely brilliant but we do realize that we are asking a lot of 
you.
If you have any problems or queries, or want to know more about the work please 
contact either Insp. XXXXXXXXXX at the Equal Opportunities Unit (telephone 
number) or Karen Mclvor (telephone number).
Thank you
/
Appendix Eleven:
11a: Posters Encouraging Participation (Study Two)
WORKilMG
If you have received one of these /E3"
PLEASE take the time to fill it in and send it back. It will
only take you about 15 minutes, but we really do need 
your help if  the study is to be worthwhile.
Thank you for taking part
C h i e f  C o n s t a b le ’s  s i g n a t u r e  h e r e
Chief Constable
If you have received a copy of the WORKING 
RELATIONSHIPS SURVEY 2001, please take the time 
to fill it in and send it back. It will only take you about 15 
minutes, but we really do need your help if the study is to 
be worthwhile. Thank you for taking part
Chief Constable’s signature here
Chief Constable
Appendix 11b:
Posters Encouraging Questionnaire Returns (Study Two)
It »
PLiilSi
f i l l  I t
/
at d@^ n 
«luasi^ B onnaire
want^ to ooJiomelSl
and, we really want it ho
fill in yo
and pop it baeCs to  us 
in tk e emveiope provided
Appendix Twelve:
Interview Schedule / Response Sheet Pilot (Study Two)
Routine and semi-structured interview for pilot study of working relationships 
questionnaire
Pre-questionnaire
• Explain that the exercise is piloting a questionnaire that hopefully will be used 
within A&S in the next month or so.
• Ask whether the participant would obj ect to the session being tape-recorded.
• Ask participant to complete the questionnaire whilst thinking out loud -  explain that 
I will say nothing during this phase, but will run through the questionnaire 
afterwards
On completion of the questionnaire:
Section A: Demographics
• Any words that are contentious or confusing
• Particularly look at item 13. -  does it get at covering other jobs? Any better 
wording?
Section B: Working relationships
• Item 15 -  scaling is from 1 least important to 6 most important, was that readily 
understood?
• check that scaling was understood for each question
• Any problems with any of the items, did they make sense, were there any that were 
awkward to answer?
Section C: About qualities
• Were there any serious omissions from the list of qualities?
• Any problem with wording?
• Scaling readily understood?
• Difference between item 22 and 23 understood?
Section D: Workplace interactions
• Comments about sentence:
o did it make sense, 
o was there enough to comment upon
o would it have made any difference if  the rank or expertise of the officers 
were changed?
o Would it have made any difference if the criticism had been about 
something else?
o Would it have made any difference if the behaviour had occurred in a 
different context 
o Any suggestions for improvement?
■ Question 24:
o Scaling readily understood? 
o Did the items make sense?
■ Question 25:
o Make sense? 
o Scaling readily understood?
■ Suggestions, comments, recommendations -  how to get officers to participate...
Participant No: [%] Date: 9^ August 2001 (Name Withheld) Police HQ
Section A: About You:
General wording:
Item 13 -  does it get at covering higher ranking job? 
General comments
Section B: Working Relationships
Scaling item 15 (l=least impt, 6=most impt) -  understood? Y / N
Scaling understood for 16? Y / N
Scaling understood for 17? Y / N
Any problems with any of the items? Y / N
Did they make sense? Y / N
Were there any that were awkward to answer? Y / N
General comments:
Section C: About qualities
Any serious omissions from list of qualities? Y / N  
Any qualities included that should have been omitted? Y / N  
Any problem with wording? Y / N  
Scaling understood? Y / N
Difference between item 22 (police service) and 23 (members of shift) understood? Y / N
Section D: Workplace Interactions
The sentence:
Did it make sense? Y / N
Was there enough to comment upon? Y / N
Any suggestions for improvement? Y / N
What changes in the sentence would have affected the responses to question 24?
Question 24:
Did the items make sense? Y / N
Scaling readily understood? Y / N  
Any suggestions for questions? Y / N
Question 25:
Make sense? Y / N
Scaling understood? Y / N
Appendix Thirteen:
Pilot study findings as to usability and acceptability of questionnaire items
Section Part.
No.
Suggestion Proposed Action
Title 2 Title is difficult to read Background for title panel 
modified
Section A: Abont You
NVQ includedQ4 1 Qualifications should include NVQs
Q5 2 Previous employment -  would like to tick two boxes Now allowed
Q6 2 Recruitment -  should include transferred to APS No action taken as this is an 
infrequent event
Q8 2 Definition of rural or urban -  should be made clear whether this is 
geographical or own opinion
No action -  demanding 
geographical qualification 
might confuse and reduce 
responses
Q9 1 Work description -  use additional category for non-ops
QIO 1 Department -  would like to put Uniform -  training Uniform now split -  Uniform
2 Department -  would like to have Uniform district. Uniform -other district and Uniform other
Q ll 6 Years served in current rank, dept etc -  no box for under 1 year
Q13 2
2
4
Just use word role, rather than operational role 
Use term post profile rather than current status 
use term rank rather than status
Amended wording
Q14 1 There are 14 possible other departments perhaps best to have 
Uniform+other and Specialist+other
Uniform now split -  Uniform 
district and Uniform other
Section B:
Working Relationships
Amended wordingQ15 1 Not obvious that it is putting in order and not scales
2 Put in order rather than scale reduction o f hierarchy by one
3
4
Older officers likely to think in terms of police force and younger 
officers in terms of police service -  too many layers 
Use police service and leave out police force
level (combined police 
service /  force)
Q17 2
4
Commenting on team means averaging them out (good/bad) 
Some items difficult because o f negative wording
Q17e 5 Asking about feeling uneasy with team is irrelevant
Amend wordingQ17p 1 Not sure if  this is fi'om the point o f view of person or organisation
Q17p 2 Not sure i f  this is professionally or personally
Q17s 2 Available alternatives fi'om org point of view or mine? Amend wording
Section C: 1 Add moral courage and common sense Add moral courage and sense
About qualities 3
5
Add sense of humour 
Add sense o f humour
of humour
Section D: 1 Sentence is gender specific -  should be gender neutral Amend wording -  now
Workplace interactions 3
1
2
6
4
4
5 
5
Sentence is gender specific -  should be gender neutral
Would need additional information to say if  justifiable
The rank of officer A is not an issue
Rank makes no difference
Need to know if expertise was in this line of work
Need to know if  everyone was making same mistake
Need to know whether officer B was present
Criticism is unlikely during an exercise -  more likely afterwards
gender neutral
Additional questions 1 Would you challenge the behaviour Include
5 Does this happen Considered covered already
Encouraging participation 1,2,3 Combined covering letter from Polled and constabulary Revised cover sheet and
6 Say whether study will improve things request for covering letter
6 Honesty might be a problem from Polled and constabulary
/
Appendix Fourteen:
Example o f Questionnaire (Study Two)
mv
Dear Colleague,
Please don’t throw this in the rubbish bin! I appreciate you may be sceptical about yet 
another survey, but this has been designed to find out how you, as a police officer think 
and feel about your working relationships.
The issues behind this survey have been brought to my attention by the Equal 
Opportunities Unit based at HQ, and the questionnaire has been devised by a PhD 
researcher from the University of Surrey. We are taking working relationships 
seriously and the results should assist in making working alongside your colleagues 
more rewarding.
• The questionnaire might look long but it should take no more than 15 minutes to 
complete
• A limited number of questionnaires have been sent out so I really would appreciate 
it if you could fill in and return your copy -  it does count
• There are no right or wrong answers to these questions it is your frank and honest 
opinions that count
• It is confidential -  all responses are to go directly to the University of Surrey and 
the data will be analysed in such a way that no individual will be identified
• At the end of the research we will be informed about the general findings and the 
study will be written up as a part of the Ph.D. This will give the Constabulary a 
better understanding about its staff and how we can best improve things
It is important that as many people as possible return the questionnaire so do please 
take the time to complete it carefully. It would be very helpful if you could answer all 
the questions but please miss any to which you would rather not respond.
There is a self-seal envelope provided to return your completed questionnaire -  NO 
STAMP is needed. We would appreciate it if you do so within a couple of days.
Thank you for taking part
C h i e f  C o n s ta b le ^ s  s ig n a t u r e  h e r e
Chief Constable
SECTION A; About you
1. Are you: M ale.........Female......................
2. What was your age last birthday? Years
3 .  A r e  y o u :  ___ —  r— ,
Married.....................Q  Divorced /  Separated /  Widowed ....I I Single | | In long term relationship | _ J
4  W h a t  is  y o u r  h ig h e s t  le v e l  o f  e d u c a t io n a l  a t ta in m e n t ?  ___ ___
GCSE/GCE ‘O’ .1 I N V Q  Q  A level/H N D ...[ | Degree..] | Professional Q ualification ....[_J Other....] ]
5 .  W h a t  w a s  y o u r  o c c u p a t io n  b e f o r e  j o in i n g  t h e  p o l ic e  f o r c e ?  ___ ___
Student...................................... Clerical............. [ _ ]  Manufacturing....] ] Armed Forces Other................. ]___ ]
6 . W e r e  y o u  r e c r u i t e d  u n d e r :  Accelerated Promotion S ch em e [% ] Normal Entry.................................EZ]
7. How long have you been a police officer? (to the nearest whole year) years
8. Are you based: HQ.........
9. Would you describe your work as:
.] ] Rural [ZZ Urban ] ]
Supervisory ] ] Operational..] ] S upport........] ]
10. a) What is your current rank?
Probat. PC...............Q  Constable........ EZI Sgt.................. EZl....... Insp.......... ]ZZ Chief Insp. and above...... ]__ ]
b) What is your current department?
Uniform-district..] | Uniform-other (details) CID ] Z Z  RPU . . . J E Z l  Other (details)
11. How long have you been in your current rank? (to the nearest whole year)
12. How long have you been in your current department? (to the nearest whole year)
years
years
13. Realising that many officers perform duties other than those associated with their current rank, 
could you please mark the rank and department below that best describes your actual role:
a) Rank: __
Probat. PC EZl Constable EZl Sgt EZl Insp EZl...Chief Insp. and above....... ] ]
.] j Uniform-other (details) CID ] ] RPU ...] | Other (details)
b) Department
Uniform-district
14. Please mark the rank and department that you would eventually like to be in:
................ [ 2 ]  Sgt........................ n  Insp.......... Z Z  Chief Insp. and above.................... C Z
a) Rank:
Constable
b) Department: _ .— . .— ,
Uniform-district ..| | Uniform-other (details)______________ CID...|__j RPU ...j__ | Other (details)
SECTION B: About Your W orking Relationships
15. Using the scale 5 (most important) to 1 (least important), please put the following in order 
o f importance to you and your sense o f self and belonging
Police Service....................................... \Z \ Constabulary..................................Z Z  District /  Department..... .......... [ ]
Sector/Unit..........................................ZZ Shift/T eam ..................................ZZ
16. Please look at the statements below and indicate their importance to you and your sense o f self
(Please mark one box in each row)
Neither
Extremely
hnportant
Moderately
Important
Slightly Important nor Slightly Moderately Completely 
Important Unimportant Unimportant Unimportant Unimportant
a) being a member of the police service........... □ □ □ □ □ □ □
b) being a member of my shift / team ..............□ □ □ □ □ □ □
17. T h in k in g  o f  y o u r  sh ift /  team , p lea se  read  th e  sta tem en ts b e lo w  an d  m a r k  th e  a p p ro p r ia te  b ox .
{Please mark one box in each row)
Neither
Completely Moderately Slightly Agree nor Slightly Moderately Completely 
Agree Agree Agree Disagree Disagree Disagree Disagree
a) I identify with other members of _ _ _ _ _ _ _ _ _ ,__ , ,__ , ,— ,
myshift/team------------------------------------------ □  □  □  □  □  □  □
b) I am like other members of my shift / team----- 1 I □ □ □ □ □ □
c) There are many members of my shift / team
who have influenced my thoughts and 
behaviour------------------------------------- ---------- □ □ □ □ □ □ □
d) Most of my best ftiends come from 
my shift / team------------------------------- ---------- □ □ □ □ □ □ □
e) I feel uneasy with my shift / team---- ---------- □ □ □ □ □ □ □
Question 17 continued overleaf
17. Continued... Thinking of your shift / team, please read the statements below and mark the
appropriate box. (Please mark one box in each row)
Neither
Completely Moderately Slightly Agree nor Slightly 
Agree Agree Agree Disagree Disagree
Moderately Completely 
Disagree Disagree
f) I feel held back by my shift / team---------
g) I think my shift /  team has little to be 
proud o f --------------------------------------------
h) I feel good about my shift /  team ----------
i) I have little respect for my shift /  team —
j) I would rather not say that I belong
to this shift /  team--------------------------------------
k) I share the values of my shift / team------------
1) I do not feel like ‘part of the family’ in 
my shift / team--------------------------------------
m) I do not feel ‘emotionally attached’ to 
my shift /  team------------------------------------------
n) My shift / team has a great deal of personal 
meaning to me------------------------------------------
o) I do not feel a strong sense of belonging 
to my shift / team --------------------------------------
p) It would be very hard for me to leave my 
shift / team right now, even if I wanted to --------
q) Right now staying with my shift / team is a 
matter of necessity as much as desire-------------
r) I feel that I have too few options to
consider leaving this shift /  team-------------------
s) One of the few serious consequences of 
leaving this shift / team would be the scarcity of 
available alternatives----------------------------------
t) I think that people these days move from one 
shift / team to another shift /  team too often------
u) Jumping from one shift / team to another shift 
team does not seem at all unethical to m e--------
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Question 17 continued overleaf
17. Continued... Thinking of your shift/team, please read the statements below and mark the
appropriate box. {Please mark one box in each row)
v) One of the major reasons I continue to 
work for this shift / team is that I believe that 
loyalty is important and therefore feel a 
sense of moral obligation to remain-------
w) my career is one of the most important 
things in my life-------------------------------
Neither
Completely Moderately Slightly Agree nor Slightly Moderately Completely 
Agree Agree Agree Disagree Disagree Disagree Disagree
x) the ambitions in my life mainly have 
to do with my career------------------------
y) my career plays a central role in my life-
--n □ □ □ □ □ □
--n □ □ □ □ □ □
-n □ □ □ □ □ □-n □ □ □ □ □ □
SECTION C: About Qualities
Please look at the following qualities of a police officer.
A ssertiven ess and se lf-con fid en ce  
C om m itm ent to  the jo b  
E m otional stability  
Enthusiasm  for the jo b  
G ood  com m unications  
G ood health
Im agination and in ven tiven ess
Independence
H on esty  and integrity
M oral courage
T olerance
H elp fu ln ess and consideration  
L o g ica l th inking  
D ec is iv e n e ss  
B e in g  a  team  w orker  
G ood  organisation  
Fairness
Inter-personal sk ills  
S en se o f  hum our 
A ccep tan ce o f  d isc ip lin e  
O pen-m indedness  
C alm ness and self-contro l
18. From the list of qualities, please enter on the line below the one that you think is the most 
important to the police service
The most important quality is:
19. Thinking of the most important quality please mark the box below that shows how important 
you think it is to the police service
Neither
Extremely Moderately Slightly Important nor Slightly Moderately Completely
Important Important Important Unimportant Unimportant Unimportant Unimportant
&  □  □  □  □  □  □
20. From the same list of qualities, please enter on the line below the one that you think is the least
important to the police service
The least important quality is:
21. Thinking of the least important quality please mark the box below that shows how important 
you think it is to the police service
Neither 
Important nor 
Unimportant0
Extremely
Important
b
Moderately
Importantb
Slightly
Importantn n□
Slightly
Unimportant
d
Moderately
Unimportanti
d
Completely
Unimportant□
22. Using the scale of 7 (extremely important) to 1 (completely unimportant) please score 
each of the following according to how important you think they are to the police service
(please enter one digit in the range 7-1 in each o f  the boxes supplied):
7=extremely important 6= moderately important 5=slightly important
4=neither important nor unimportant 
3=slightly unimportant 2=moderately unimportant l=completely unimportant
Assertiveness and self-confidence
Commitment to the jo b .................
Emotional stability........................
Enthusiasm for the jo b ..................
Good communications..................
Good health....................................
Imagination and inventiveness.....
Independence..................................
Honesty and integrity....................
Moral courage...............................
Tolerance........................................
Helpfulness and consideration
Logical thinking......................
Decisiveness............................
Being a team worker...............
Good organisation...................
Fairness....................................
Inter-personal skills.................
Sense of humour......................
Acceptance of discipline .
Open-mindedness....................
Calmness and self-control......
23. Using the scale of 7 (extremely high) to 1 (extremely low) please score each of the following as 
they would describe members of vour shift /  team
(please enter one digit in the range 7-1 in each o f the boxes supplied):
7=extremely high 6= moderately high 5=quite high,
4=neither high nor low 
3=quite low 2=moderateIy low l=extremely low
Assertiveness and self-confidence
Commitment to the jo b .................
Emotional stability........................
Enthusiasm for the jo b ..................
Good communications .
Good health...............................
Imagination and inventiveness, 
Independence........................... .
Question 23 continued overleaf
23. Continued... Using the scale of 7 (extremely high) to 1 (extremely low) please score each of the 
following as they would describe members of vour shift / team
{please enter one digit in the range 7-1 in each o f  the boxes supplied):
7=extremely high 6= moderately high 5=quite high,
4=neither high nor low 
3=quite low 2=moderately low l=extremely low
Honesty and integrity..............
Moral courage.........................
Tolerance.................................
Helpfulness and consideration
Logical thinking......................
Decisiveness........................... .
Being a team worker...............
Good organisation............
Fairness............................
Inter-personal skills........
Sense of humour..............
Acceptance of discipline..
Open-mindedness............
Calmness and self-control
SECTION D: Workplace Interactions 
Please read the following sentence
The sergeant (Officer A), who is very experienced in public order training, persistently 
criticised a constable (Officer B) during a public order training exercise saying that their 
performance was way below standard because they were stupid.
24. Thinking about the sentence you have just read, please read the statements below and mark the 
boxes according to how you think the constabularv would like all officers to respond.
(Please mark one box in each row)
Neither
Completely Moderately Slightly Agree nor Slightly Moderately Completely 
Agree Agree Agree Disagree Disagree Disagree Disagree
a) The behaviour is part of the job and ___  ___  ___  ___  ___  ___  ___
not personal.......................................................ZZ ZZ CZ ZZ ZZ ZZ ZZ
b) This has happened to most police officers ___  ___  ___  ___  ___  ___  ___
at some time ...................................................... ZZ ZZ ZZ ZZ ZZ ZZ ZZ
c) The behaviour is to be expected.................. I I  I  I I I I I I I I I I I
d) The behaviour is acceptable .........................I  I  I  I I  I I I I I  I I I I
e) The behaviour is common...........................ZZ CZ! ZZ ZZ ZZ ZZ I I
f) The behaviour is reasonable ......................... I  I I I  I I I I I I  I I  I  I
g) The behaviour is justifiable.........................ZZ ZZ ZZ ZZ ZZ ZZ ZZ
Question 24 continued overleaf
24. ...continued Thinking about the sentence you have just read, please read the statements below
and mark the boxes according to how you think the constabulary would like all officers to respond.
(Please mark one box in each row)
Neither
Completely Moderately Slightly Agree nor Slightly Moderately Completely
Agree Agree Agree Disagree Disagree Disagree Disagree
hi The rank o f  Officer A  explains ___ ___ ___ ___ ___ —  .— .
his /  her behaviour....................................................I I I I I I I I I I I— I I— I
i) The relative experience o f  Officer A              —
explains his /  her behaviour . . . . . . . . . . . . . . . [ % ]  L _ | L J  L J  I I I I I— I
j) The nature o f  the criticism made it ___  _ ___ ,___ _ , , , , ,— ,
persona,......................................................................□  □  □  □  □  □  □
k) The behaviour was legitimate in the         —
setting in which it occurred . . . . . . . . . . . . . . . . I I I I I I I I I I L_J I— I
25. Now could you please repeat this process but this time marking the boxes according to how you 
would interpret the scene based on your own experience and understanding.
(Please mark one box in each row)
Neither
Completely Moderately Slightly Agree nor Slightly Moderately Completely 
Agree Agree Agree Disagree Disagree Disagree Disagree
a) The behaviour is part o fth e job and ___  ___  ___  ___  ___  _ ___ , ,
n c p e r so n a ,..................................................................□  □  □  □  □  □  □
b) This has happened to most police officers ___  ___  ___  ___  ___  ___  _ __ _
a ,s o m e ,m e   □  □  □  □  □  □  □
c) The behaviour is to be expected  I I I I  I I I  I  I I I I  I I
d) The behaviour is acceptable ...........................I I I I I I I I I I  I I I I
e) The behaviour is com m on................................ I  I  I  I I I  I I I  I  I I I  I
f) The behaviour is reasonable ............................I  I  I  I I I I I I I I I I I
g) The behaviour is ju stifiab le ............................... |% ] [% ] CZI LZI CZl C Zl d l
h) The rank o f  Officer A  explains
his /  her behaviour......................................................d i  d l  d] CZl d l  CZl CZl
i) The relative experience o f  Officer A
explains his /  her behaviour.................................CZl CZl CZl C Zl CZl CZl CZl
j) The nature o f  the criticism made it ___  ___  ___  ___  ___  ___
personal......................................................................d  d  d  d  d  d  d
k) The behaviour was legitimate in the
setting in which it occurred.................................. I I I I I  I  I I  I I I  I I I
26. Thinking about the same sentence, and using your own experience, please read the statements
a) How likely do you think it was that this 
event occurred in front of other officers?.....
b) How likely do you think it was that 
Officer B was upset by this event?.......
c) How likely is it be that you would
d) How likely is it that this was a common 
behaviour for Officer A?................................
e) How likely is it that this was a common 
occurrence for Officer B ?..............................
Highly
Likely
Moderately
Likely
Slightly
Likely
Neither 
Likely nor 
Unlikely
Slightly
Unlikely
Moderately
Unlikely
Highly
Unlikely
□ □ □ □ □ □
□ □ □ □ □ □
□ □ □ □ □ □
□ □ □ □ □ □
□ □ □ □ □ □
27. When were you last involved in a public order operation? (Please mark one box)
Within the last yea r................................ d  Between 1 -2  years ago.................d  Over 2 years ago.................|__I
Never.............. | |
28. When were you last involved in public order training? (Please mark one box)
Within the last year................................ d  Between 1 -2  years ago.................d  Over 2 years ago.................|__|
Never.............. | |
That was the last question. Please use this space for any comments you may wish to make 
(if you need more space please write on a blank sheet o f paper and attach)
If you have any queries relating to the research, please contact:
Mrs K. Mclvor, 
Psychology Department, 
University of Surrey, 
Guildford,
Surrey GU2 7XH 
Tel: 01483 876899
or Insp. X,
Equal Opportunities Unit, 
Constabulary Name, 
Constabulary Address, 
Postcode 
Tel:
Fax:
Hours: Mon-Fri 0900-1700
Appendix Fifteen:
Rationale Behind Questionnaire Items (Study Two)
Social Self Categorisation
The expectation is that respondents who categorise themselves as members of a group 
are more likely to share the social representations of bullying held by that group. 
Question 17 parts a) ‘T identify with other members of my shift / team” and b) “I am 
like other members of my shift / team” therefore focus on the cognitive element of 
social identity. They were taken from the social self-categorisation sub-scale of 
Ellemers et al (1999) three-component measure of social identity where their loadings 
were 0.80 and 0.82 respectively. There was a third item ‘my group is an important 
reflection of who I am’, but this was deemed covered in questions 15 and 16 which 
both refer to the importance to the sense of self of belonging to the organisation.
Identification with members of the organisation
Question parts c) “there are many members of my shift / team who have influenced my 
thoughts and behaviour” and d) “Most of my best ftdends come from my shift / team” 
relate to identification with members of the organisation (IDmember ) taken from 
Karasawa’s (1991) two-component measure. Karasawa’s findings would suggest that 
identification v^th group membership ( IDgroup) and Avith other group members 
(IDmember) are Separate components of identification. The wording for these items was 
modified as the original measure was designed for students. Quoted loadings were 
0.8198 and 0.7944 respectively.
/
Individual / group opposition
It cannot be assumed that close identification with the group is always positive, items e) 
“1 feel uneasy with my shift / team” and f) “I feel held back by my shift / team” are 
taken from the individual / group opposition sub-scale of Hinkle, Taylor, Fox- 
Cardamone & Crook’s (1989, ID51) Three Component Measure of group identification. 
They address any possible negative affect and conflict of interest between the self and 
the group, and were taken from this sub-scale as such items were not available in the 
instruments devised by Ellemers et al (1999) or Karasawa (1991). The factor loadings 
were 0.92 and 0.91 respectively, and both items require that the scoring be reversed.
Group Self-Esteem
As has already been explained in the chapter addressing the theoretical framework of 
the thesis, the drive for positive self-esteem is seen as one of the central motivations for 
social identification. If a respondent feels good about their group this is likely to reflect 
favourably on their self-esteem. A measure of the respondent’s sense of group self­
esteem is, therefore, an important aspect of identification. Question parts g) “I think my 
shift / team has little to be proud o f’, h) ‘T feel good about my shift / team”, i) “I have 
little respect for my shift / team”, and j) “I would rather not say that I belong to this 
shift / team” are items from group self-esteem sub-scale of Ellemers et al (1999, ID49) 
Three Component Measure of social identity. Loadings on the original measure were 
0.70, 0.63, 0.77 and 0.66 respectively and items g, i, and j required reverse scoring.
Internalisation of Group Values
Internalisation refers to the incorporation of the values of the organisation within the 
self to the extent that they become the guiding principles of behaviour (Mael & 
Ashforth, 1992). As such a measure of internalisation should be predictive of a shared
J P
evaluation of behaviour (i.e. shared social representation). Item k) “I share the values of 
my shift / team” is a global item generated to gauge internalisation of group value.
Organisational Commitment
The issue of a multiple component commitment to the organisation has been addressed 
through the incorporation of items from Allen & Meyer (1990) Affective Commitment 
Scale (ACS), Continuance Commitment Scale (CCS), and Normative Commitment 
Scale (NCS). The original scoring was 7-scale: strongly disagree 1 2 3 4 5 6 7 strongly 
agree.
Question 17 items 1) “I do not feel like ‘part of the family’ in my shift / team”, m) “I do 
not feel ‘emotionally attached’ to my shift / team”, n) “my shift / team has a great deal 
of personal meaning to me” and o) “I do not feel a strong sense of belonging to my shift 
/ team” are the four highest loading items from the ACS, where their loadings were 
quoted as 0.63, 0.81, 0.79 and 0.82 respectively. Three of these items, i.e. 1, m and o are 
reverse scoring.
Question 17 parts p) “it would be very hard for me to leave my shift / team right now, 
even if I wanted to”, q) “right now staying with my shift / team is a matter of necessity 
as much as desire”, r) “I feel that I have too few options to consider leaving this shift / 
team” and s) “one of the few serious consequences of leaving this shift / team would be 
the scarcity of available alternatives” are the four highest loading items from the CCS 
(0.58, 0.59, 0.67 and 0.60 respectively).
Finally, question 17 parts t) “I think that people these days move from one shift / team 
to another shift / team too often”, u) “jumping from one shift / team to another shift /
3
team does not seem at all unethical to me”, and v) “one of the major reasons I continue 
to work for this shift / team is that I believe that loyalty is important and therefore feel a 
sense of moral obligation to remain” are the three highest loading items from the NCS 
(0.67, 0.63, and 0.59 respectively) with item u having reverse scoring.
Career versus Organisational Commitment
The argument has already been made in chapter six for the need for separate measures 
of the different types of commitment. Question 17 items w) “my career is one of the 
most important things in my life”, x) “the ambitions in my life mainly have to do with 
my career” and y) “my career plays a central role in my life” are three of five items in a 
sub-scale of career-oriented commitment taken from Ellemers et al (1998), where their 
loadings were 0.82, 0.88, and 0.86 respectively. The original scoring was 7-scale: not at 
all 1 2 3 4 5 6 7 very much.
Appendix 16:
Values survey of UK constabularies
Constabularies:
Bedfordshire Lancashire
City of London Lincolnshire
Cumbria Merseyside
Derbyshire Northern
Durham Staffordshire
Dyfed-Powys Strathclyde
Essex Sussex
Fife Tayside
Gloucestershire Thames Valley
Grampian West Mercia
Greater Manchester West Midlands
Gwent West Yorkshire
Hampshire Wiltshire
Kent
Qualities
Accept discipline / criticism (5) 
Analytical (7)
Articulate (2)
Approachable (1)
Assertive (3)
B
Balanced (1)
c
Calm (7)
Capable dealing with upset, violent, 
abusive people (2)
Clear thinking (1)
Committed (12)
Common sense (4)
Communicator (20)
Compassion (3)
Composed (2)
Confidence (4)
Confidential (2)
Considerate (1)
Consistent (2)
Constructive questioning (1) 
Control (4)
Cope (4)
Courageous (6)
Courteous (3)
Creativity (8)
Curiosity (3)
D
Decision making (12) 
Decisive (3)
Dedication (2)
Dependable (see reliable)(2) 
Determined (3) 
Development (4)
Dignity (1)
Diligence (1)
Diplomacy (3)
Disciplined (Tayside) 
Discrimination-without (1) 
Discreet (1)
E
Emotionally mature (1) 
Energy (1)
Enjoy work (2) 
Enthusiasm (4)
Ethical (4)
F
Fair (10)
Flexible / Adaptable (7) 
Firm (1)
H
Health (3)
Honesty (6)
Humour (5)
Influencing others (2) 
Initiative (7) 
Innovation (6) 
Integrity (14) 
Impartiality (8) 
Intelligence (6) 
Interest in job (3 
Interpersonal skills (1)
J
Judgement (5)
Just (1)
K
Knowledge (3)
L
Law abiding (1) 
Leadership (2)
Loyalty (2)
M
Mature Outlook (3 
Memory (2)
Mental fitness (1) 
Mental resilience (1) 
Mind of your own (1) 
Motivated (2)
o
Open mindedness (6)
Openness (2)
Organisation (8)
Outlook (2)
P
Patient (1)
Perseverance (6)
Personal hygiene (3)
Persuasive (2)
Physical fitness (7)
Planning (3)
Polite (1)
Positive image of service (3) 
Prejudice-without (2)
Pride in work (8)
Probity (1)
Problem solving (3 
Professional (6)
Protect (1)
Punctuality 4)
Q
Question existing procedure (4) 
Quick-Thinking (4)
R
Rational (1)
Reliable (1)
Resilient to pressure (2)
Respect (4)
Respond positively to guidance (1) 
Responsible (9)
Restrained (1)
Selfless (1)
Self-reliant (1) 
Self-management (3) 
Self-motivation (12) 
Sensitivity (7)
Sobriety (1)
Socially aware(2) 
Stamina (3)
Stand up for yourself(2) 
Stick by decisions (2) 
Supportive (5) 
Sympathetic (1)
T
Tact (9)
Team player (3) 
Team work (7) 
Tolerant (5) 
Trustworthy (2)
Uphold Law (1)
w
Willingness to learn (3 
Working relationships (1)
U
Understanding (2)
Reference to Concise English Dictionary
Accept discipline / criticism (5) -  
OBEDIENT
Analytical (7) -  LOGICAL 
Articulate (2) — COMMUNICATION 
Approachable (1)- 
Assertive(3) -
B
Balanced (1) -  EMOTIONAL 
STABILITY
C
Calm (7)
Capable (2) -  COMPETENT 
Clear thinking (1) -  LOGICAL 
Committed (12)
Common Sense (4) -  PRACTICAL 
Communication (20)
Compassion (3) - CONSIDERATE 
Composed (2) - CALM 
Confident (4)
Confidential (2)
Considerate (1) -  CONSIDERATE 
Constructive Questioning (1) -  
QUESTIONING
Control (4) -  SELF-CONTROLLED 
Cope (4) -
Courageous (6) -  COURAGEOUS 
Courteous (3) -  POLITE 
Creativity (7) - IMAGINATIVE 
Curiosity (3) -  QUESTIONING
D
Decision — making (12) -  DECISIVE 
Decisive (4)-DECISIVE
Dedication (2) -  COMMITTED 
Dependable (2) -  RELIABLE 
Determined (3) -  RESOLUTE 
Development (4) -  
Dignity (1) -
Diligence (1) -  PERSEVERENCE 
Diplomacy (3) -  CONSIDERATE 
Disciplined (1) -  OBEDIENT 
Discrimination -  without (1) -  FAIR 
Discreet (1) -  CONSIDERATE
E
Emotionally Mature (1) -  
EMOTIONAL STABILITY 
Energy (1) -
Enjoy work (2) — ENTHUSIASM 
Enthusiasm (4) — ENTHUSIASM 
Ethical (3) -  MORAL INTEGRITY
F
Fair (10)-FAIRNESS 
Flexible / Adaptable (7) -  
ADAPTABLE 
Firm ( 1 ) - RESOLUTE
H
Health (3 )-
Honesty (7) - HONESTY 
Humour (5) -  HUMOUR
Influencing others (2) -  PERSUASIVE 
Initiative (7) -
Innovation (6) — IMAGINATIVE 
Integrity (14) — MORAL INTEGRITY 
Impartiality (8) — FAIRNESS 
Intelligence (6) — INTELLIGENCE 
Interest in job (3) — ENTHUSIASM 
Interpersonal skills (1) -
Judgement (5) -  
Just ( 1 ) - Fair
K
Knov^ledge (3) -
Law abiding (1) -  OBEDIENT
Leadership (2) -
Loyalty (1) — COMMITMENT
M
Mature Outlook (3) -  MATURITY 
Memory (2) - INTELLIGENCE 
Mental fitness / mental resilience (2) -  
Mind of your own (1) — AUTONOMY 
Motivated (2) -
O
Open -  mindedness (6) -  OPEN
MINDED
Openness (2) -
Organisation (8) -  ORDERLY / NEAT 
Outlook (2) -  OUTLOOK
P
Patient (1) -
Perseverance (6) - PERSEVERANCE 
Personal Hygiene (3) -  
Persuasive (2) -  
Physical fitness (7) -  
Planning (3) -  LOGIC 
Polite ( 1 ) - POLITE 
Positive image of service (3) -  
COMMITTED
Prejudice -  without (2) -  FAIRNESS 
Pride in work (8) -  WORKING 
INTEREST
Probity ( 1 ) - INTEGRITY 
Problem solving (3) -  LOGIC 
Professional (6) -  COMPETENT 
Protect ( 1 ) - HELPFUL
Punctuality (4) -  ORDERLINESS
Question existing procedure (4) -  
QUESTIONING 
Quick-thinking (4) -
R
Rational (1) -  LOGICAL 
Reliable (1) -
Resilient to pressure (2) -  RESOLUTE 
Respect (4) -  POLITE 
Respond positively to guidance (1) -  
OBEDIENT
Responsible (9) -  RESPONSIBLE 
Restrained (1) -  SELF 
CONTROLLED
Selfless (1) -
Self-reliant (1) -  INDEPENDENT 
Self-management (3) -  SELF­
CONTROLLED 
Self-motivated (12) -  
Sensitivity (7) -
Sobriety (1) -  SELF-CONTROLLED 
Socially aware (2) -  
Stamina (3) -  ENERGY 
Stand up for yourself (2) -  
ASSERTIVE
Stick by decisions (2) -  RESOLUTE 
Supportive (5) -  HELPFUL 
Sympathetic (1)
T
Tact (9 ) -
Team Player (3) -  TEAMWORK 
Team Worker (7) — TEAMWORK 
Tolerant (5) -  BROAD MINDED 
Trustworthy (2) -  RELIABLE
U
Understanding (2) -  (tolerant)
BROADMINDED
Uphold Law (1) -  OBEDIENT
W
Willingness to learn (3) -  
DEVELOPMENT 
Working relationships (1) -
Comparison of values with existing measures
Gt. Britain 
Constabularies 
(27)__________
Umek et al 
(1996)
Cable & Judge 
(1995) Organizational 
Culture Profile (OCP)
McDonald & 
Gandz (1991)
Rokeach (1973)
(instrumental values 
-  modes of conduct)
Relaxation
Working Interest
Communication; 
Presenting Ideas
Adaptable /  Flexible (7)
Calm (9)
Committed (19)
Communication (22)
Competent (8)
Coping (4)
Courageous & Resolute Courage 
(14)
Assertive (5)
Decisive & Good 
Judgement(21)
Development (7)
Emotional Stability (4)
Energy, Enthusiasm & 
motivation (27)
Fair (22)
Emotional stability 
Vigorousity
Health & Fitness (10) Health 
Helpful & Considerate
(31)
Honesty & Integrity (29)
Humour (5) 
Imaginative (14) Inventiveness
Initiative & Independenc Independence
(7)
Intelligence (8)
Interpersonal skills (3)
Logical (15)
Obedient (9)
Open-minded (8) & 
Tolerant (5)
Orderly / Neat (12)
Perseverance (7)
Polite (13)
Practical (4)
Responsible (9)
Self-confident (3)
Self-controlled (9)
Team work (10)
Questioning (8)
Sociability 
Concentration 
Law Obedience 
Outlook
Self Confidence
Team Work 
Scepticism 
Friendship 
Agility
[ADAPTABILITY]
[CALM]
[SHARING INFORMATION 
FREELY]
[CONFRONTING 
CONFLICT DIRECTLY] 
[AGGRESSIVE] 
[DECISIVENESS]
[OPPORTUNITY FOR
PROFESSIONAL
GROWTH]
[STABILITY]
[ENTHUSIASM FOR THE 
JOB]
[FAIRNESS]
[SUPPORTIVE] [PEOPLE 
ORIENTED]
[RISK-TAKING]
[INNOVATIVE]
[AUTONOMY]
[REFLECTIVE]
[PEOPLE ORIENTED]
[ANALYTICAL] 
[ATTENTION TO DETAIL] 
[RULE ORIENTED]
[TOLERANCE]
[HIGHLY ORGANISED]
[ADAPTABLE]
[INDIVIDUAL
RESPONSIBILITY]
[TEAM ORIENTED]
[DEVELOPING FRIENDS 
AT WORK]
[AGGRESSIVE-  
ASSERTIVE]
[DEVELOPMENT]
[FAIRNESS]
[CONSIDERATION]
[MORAL INTEGRITY]
[HUMOUR]
[CREATIVITY]
[INNOVATION]
[EXPERIMENTATION]
[INITIATIVE]
[CAUTIOUSNESS]
[CAPABLE -competent / 
effective]
[COURAGEOUS -  
standing up for your 
beliefs]]
[LOGIC]
[OBEDIENCE]
[FORMALITY]
[BROAD MINDEDNESS]
[OPENNESS]
[ORDERLINESS]
[DILIGENCE]
[COURTESY]
[AMBmOUS-hard
working/aspiring]
[HELPFUL -  working for 
welfare o f others] 
[HONEST]
[CHEERFUL-light­
hearted /joyful] 
[IMAGINATIVE -  daring 
/  creative]
[INDEPENDENT -  Self- 
reliant]
[INTELLECTUAL-  
intelligent / reflective]
[LOGICAL -  consistent / 
rational]
[OBEDIENT]
BROADMINDED/OPEN
MINDED]
[CLEAN -  neat / tidy]
[POLITE -  courteous, 
well-mannered]
[RESPONSIBLE]
[SELF-CONTROLLED -  
restrained / self discipline]
[LOVING -  affectionate /  
tender]
Gt. Britain 
Constabularies
m __________
Umek et al 
(1996)
Cable & Judge 
(1995) Organizational 
Culture Profile (OCP)
McDonald & 
Gandz (1991)
Rokeach (1973)
(instrumental values 
-  modes of conduct)
[QUICK TO TAKE 
ADVANTAGE]
[NOT CONSTRAINED BY 
RULES]
[INFORMALITY]
[COMPETITIVE]
[ACHIEVE.ORIENTED]
[CLEAR GUIDE PHLSPHY]
[RESULTS ORIENTED]
[HIGH PERFORM EXPECT]
[HIGH PAY/PERFORM]
[SECURITY OF EMPLOY]
[PRAISE GOOD 
PERFORM]
[SOCIAL RESPONSIBLE] 
[WORK LONG HOURS] 
[GOOD REPUTATION] 
[EMPHASIS QUALITY] 
[DISTINCTIVE]
[FORGIVENESS] 
[ECONOMY] 
[SOCIAL EQUALITY]
[FORGIVING]
Top 18 values
Acceptance of discipline (obedient) (9) 
Assertiveness (courage) & self-confidence (8) 
Being a team worker (10)
Calmness & self control 9+9 (18) 
Commitment to the job (19)
Decisiveness (21)
Enthusiasm (27)
Fairness (22)
Good communications (22)
Good health (10)
Good organization, orderly (12) 
Helpfulness & consideration (31) 
Honesty and integrity (29) 
Imagination and inventiveness (14) 
Independence(7)
Logical thinking (15) 
Open-mindedness (8)
Tolerance (5)
Appendix Seventeen:
Scenario Details (Study Two)
P E R S O N A L  C R I T I C I S M T A S K  C R I T I C I S M
H i g h  A u t h o r i t y L o w  A u t h o r i t y H i g h  A u t h o r i t y
L o w  A u t h o r i t y
1
H i g h  R a n k H i g h  R a n k H i g h  R a n k  y ^ H i g h  R a n k  y ^
T R A I N I N G
Qi,
#
X
1
H i g h
A u t h o r i t y
2
L o w
A u t h o r i t y
3
H i g h
A u t h o r i t y
4
L o w
A u t h o r i t y
c
L o w  R a n k L o w  R a n k L o w  R a n k
L o w  R a n k
1
5
H i g h
A u t h o r i t y
6
L o w
A u t h o r i t y
7
H i g h
A u t h o r i t y
8
L o w
A u t h o r i t y
1
H i g h  R a n k H i g h  R a n k H i g h  R a n k  y ^ H i g h  R a n k  y ^
O P E R A T I O N S
t S
1
9
H i g h
A u t h o r i t y
1 0
L o w
A u t h o r i t y
1 1
H i g h
A u t h o r i t y
1 2
L o w
A u t h o r i t y
s
L o w  R a n k L o w  R a n k L o w  R a n k L o w  R a n k
. ..
1
1 3
H i g h
A u t h o r i t y
1 4
L o w
A u t h o r i t y
1 5
H i g h
A u t h o r i t y
1 6
L o w
A u t h o r i t y
2 (Rank) x 2 (Authority) x 2 (Context) x 2 (Type of Behaviour) = 16-Cell
[ a RANK] [ b AUTHORITY ]
The [constable] [ who was very experienced (in c) ] 
[ sergeant ] [who was relatively inexperienced (in c)]
persistently criticised
[ c CONTEXT ]
a (nother) constable [during a Public Order training exercise] saying that their 
[ during a Public Order operation  ]
[ d TYPE OF BEHAVIOUR -  task versus personal ] 
[ performance was way below standard ]
[performance was way below standard because they were stupid]
Cell 1 (mapping sentence values: Ci,di, hi, ai)
The sergeant (Officer A), who was very experienced in public order training, 
persistently criticised a constable (Officer B) during a public order training exercise 
saying that their performance was way below standard because they were stupid.
/
Cell 2 (mapping sentence values, ci, d2,bi, ai)
The sergeant (Officer A), who was relatively inexperienced in public order training, 
persistently criticised a constable (Officer B) during a public order training exercise 
saying that their performance was way below standard because they were stupid.
Cell 3 (mapping sentence values, ci, di^bi, ai)
The sergeant (Officer A), who was very experienced in public order training, 
persistently criticised a constable (Officer B) during a public order training exercise 
saying that their performance was way below standard.
Cell 4 (mapping sentence values, Cl, d2,bi, ai)
The sergeant (Officer A), who was relatively inexperienced in public order training, 
persistently criticised a constable (Officer B) during a public order training exercise 
saying that their performance was way below standard.
Cell 5 (mapping sentence values: C2, di, bi, a2)
The constable (Officer A), who was very experienced in public order training, 
persistently criticised another constable (Officer B) during a public order training 
exercise saying that their performance was way below standard because they were 
stupid.
Cell 6 (mapping sentence values: C2, d2, bi, a2)
The constable (Officer A), who was relatively inexperienced in public order training, 
persistently criticised another constable (Officer B) during a public order training 
exercise saying that their performance was way below standard because they were 
stupid.
Cell 7 (mapping sentence values: C2,di,bi, ai)
The constable (Officer A), who was very experienced in public order training, 
persistently criticised another constable (Officer B) during a public order training 
exercise saying that their performance was way below standard.
Cell 8 (mapping sentence values: C2, d2, bi, ai)
The constable (Officer A), who was relatively inexperienced in public order training, 
persistently criticised another constable (Officer B) during a public order training 
exercise saying that their performance was way below standard.
Cell 9 (mapping sentence values, ci, d i , b2, aa)
The sergeant (Officer A), who was very experienced in public order operations, 
persistently criticised a constable (Officer B) during a public order operation saying 
that their performance was way below standard because they were stupid.
Cell 10 (mapping sentence values, ci, d2, b2, a2)
The sergeant (Officer A), who was relatively inexperienced in public order operations, 
persistently criticised a constable (Officer B) during a public order operation saying 
that their performance was way below standard because they were stupid.
Cell 11 (mapping sentence values, ci, di, bi, ai)
The sergeant (Officer A), who was very experienced in public order operations, 
persistently criticised a constable (Officer B) during a public order operation saying 
that their performance was way below standard.
Cell 12 (mapping sentence values, ci, di, b2, ai)
The sergeant (Officer A), who was relatively inexperienced in public order operations, 
persistently criticised a constable (Officer B) during a public order operation saying 
that their performance was way below standard.
Cell 13 (mapping sentence values: C2, di, b2, ai)
The constable (Officer A), who was very experienced in public order operations, 
persistently criticised another constable (Officer B) during a public order operation 
saying that their performance was way below standard because they were stupid.
Cell 14 (mapping sentence values: C2, d2, b2, a2)
The constable (Officer A), who was relatively inexperienced in public order operations, 
persistently criticised another constable (Officer B) during a public order operation 
saying that their performance was way below standard because they were stupid.
Cell 15 (mapping sentence values: C2, di, b2, a j
The constable (Officer A), who was very experienced in public order operations, 
persistently criticised another constable (Officer B) during a public order operation 
saying that their performance was way below standard.
Cell 16 (mapping sentence values: C2, d2, b2, ai)
The constable (Officer A), who was relatively inexperienced in public order operations, 
persistently criticised another constable (Officer B) during a public order operation 
saying that their performance was way below standard.
Appendix Eighteen:
Correlation Table for Identification Items (Study Two)
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Appendix Nineteen:
Table of Participant Profiles by Variant (study two)
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Appendix Twenty:
Full Breakdown of Participant Comments (Study Two)
Criticism of questionnaire
1. Global criticism of questionnaire N=17
a. 119 ‘I think the questions are poor and confusing. I have tried to answer 
constructively but some questions are subjective in the extreme. If the point of 
the survey is totally psychology based and nothing to do with police work (i.e. 
simply testing respondents willingness to suggestive questions then I query
officers time being used’
b. 344 ‘More police officers are needed to police effectively. I feel this survey is
a pointless time consuming exercise’.
2. Wording
a. 305 ‘some of the language used has the effect of leading the questions towards 
a desired answer, i.e. question 17u) -  the use of the word ‘jumping’ instead of 
‘moving’ gives a derogatory connotation’
b. 641 ‘some questions difficult to understand’
c. 643 ‘I feel that these questions were structured so that certain answers were 
obtained. It would be better just to ask people’s opinions instead of trying to 
draw certain answers from them’
d. 714 ‘a badly worded questionnaire’
3. Criticism of demographic section
4. Criticism of identification section
a. 543 ‘Ref question 17. - 1 believe loyalty is important but it does not carry any 
obligations as the question infers’
b. 749 ql7pl ‘part of family’ circled and following comment given ‘do not like 
term. This is a phallacy (sic) of the service’.
5. Criticism of qualities section N=13
a. 67 ‘Question 23 impossible to answer as shift has good officers and very poor
officers’
b. 142 ‘on question 23 the scale could be improved by putting 5 as moderate and 
6 as quite. As it is this scale is very misleading
c. 561 ‘it is inappropriate to ask officers to gauge their team workers in this
manner’
6. Criticism of manipulation section N=26
a. 75 ‘impossible to answer any of section D - 1 wasn’t there and don’t know all 
the circumstances’
b. 134 ‘as a public order PSU commander in both training and operational
incidents for 10+years I have never come across such a statement of
behaviour. I would certainly have deemed it inappropriate had I heard it and 
would have dealt with ‘A’. Version 9
c. 148 ‘never happened would not put up with it’. Version 11
d. 270 ‘question 25 and 26 should have preceded question 24 as the concept of
what the constabulary would have expected was difficult to consider. Question 
25 and 26 put this into comparative context’
7. Anonymity
a. 18 ‘Whilst this is anonymous I believe I can be clearly identified -  I would 
appreciate anonymity’
b. 207 ‘I have replaced the front sheet with a photocopy -  I thought the survey
was confidential -  my name and collar no. were on this front sheet’
8. Questionnaire not suitable for respondent N= 14
a. 14 ‘the team I work with is predominantly support staff (42) of which 3 are 
police officers
b. 165 ‘I am a detective and very experienced in the investigation of serious 
crime. I think this survey is geared more to the uniform department.’
c. 179 ‘Re the team questions -  my team is the senior management team for the 
district, i.e. the Chief Superintendent, Chief Inspector operations and District 
Admin officer. The dynamics are vastly different to a uniform shift’
d. 215 ‘As I work alone none of the team/shift questions have real relevance’
Individual comments
9. 26 ‘the overriding priority for the service must be more front line uniform officers. 
There are still numerous health and safety issues in respect of this
10. 50 ‘This seems to be directed towards our feelings regarding officers of our own rank. 
My gripe comes with senior management not listening to our concerns about the 
dangerously low staffing levels. All they seem to be interested in is their own career. I 
have no evidence to suggest otherwise’.
11. 56 ’24-26. All depends if  officer B had a history of being stupid, then the behaviour 
shown by officer A would have been justified.’
12. 57 ‘The unit ‘forms’ and there is an allegiance to it -  BUT LAW and its application is 
the guiding priority. All order traits are subordinate to this. The markings of various 
qualities will vary according to the circumstances.’
13. 63 ‘with reference to statement made at the beginning of section D, this is becoming a 
regular occurrence as PC with too little practical policing experience being promoted 
merely because they recite force policy at interview boards, yet have no policing 
experience in the rank of PC, another triumph of Accelerated Promotion Schemes’. 
(Version 2)
14. 85 statement alongside q23 (values of shift team) ‘not including two recent persons 
who have joined the team (now sick)’.
15.145 ‘The emphasis and importance of the role of an officer on a sector patrol team is 
not recognised by the senior management at Force or District level. This role is the 
most important in the visible fight against crime and if the teams are not happy this is 
reflected in police service delivery’.
16.175 ‘1 Reference 26B it is likely that the officer would be upset because the Police 
Force are too politically correct and recruit the wrong sort of people.’ 2 Moral(e), 
where are the questions on moral(e) or is the answer to(o) predictable -  it’s as low as 
can be’. Version 8
17.204 ‘The most important aspect of word is that it is enjoyed -  work comes second’
18. 285 ‘stress and anger is common amongst operational officers, because the demands 
on too few are too great and getting worse’
19.310 ‘I was selected some time ago for this identical process -  I have not seen any 
changes in our organisation since then. Is this exercise worthwhile’
20. 315 ‘ when looking at the situation with officer A & B it must be accepted that some 
people are not suited to the police force and officer A may be expressing his 
frustration that officers not suited to the job are so hard to get rid o f . Version 11
21. 323 ‘ I cannot understand why with our workload we keep getting surveys sent’
22. 334 ‘The sentence you based % of the survey on means nothing without examples. 
Could we have a survey on staffing levels on districts or why there is no room to park
at HQ such is their staffing’
23. 366 ‘there is a need for discipline in respect to PO training. There is a need for 
acceptance that you will be shouted at and sometimes wrongly. This is often because 
the trainer is overworked / stressed and although is personal at the time is often not 
meant that way. Open discussion and respect and only promoting the ‘relevant 
experience’ to a role should resolve this. No amount of paper can replace an ongoing
PDR based promotion system. ’
24. 395 ‘Senior management are out of touch and operational officer’s unable to mfluence 
changes (whether real or not — perceived!)’
25. 401 ‘I am sick and tired of the service being placed under scrutiny by every politician, 
journalist or academic looking to further their own career by criticising mine, or my 
attitudes, or behaviour or the service in general.’
26.405 ‘the qualities that ordinary operational PCs feel as important to the role of a 
police officer differ from that of the senior managers. They would place imagination
above enthusiasm and courage’
27.414 ‘I experienced a similar situation during PO training. I injured myself (and) when 
I reported this to a trainer I was made to feel ‘small’ for reporting a trivial matter, it
eventually turned out to be quite serious’
28. 427 ‘Honesty and integrity is our best weapon, its constantly eroded by us shooting 
ourselves in the foot. Tell the government a badly paid police force is a corrupt one’.
29. 505 ‘mind you I haven’t listened to Mr Blunkett yet’
30. 517 ‘in our headlong rush into Equal Opportunities the needs of the many are now 
outweighed by the needs of the few. We are all taught to speak the same politically 
correct language but no-one understands what we are saying anymore’
31. 560 ‘I believe officers should be allowed to express their opinions more freely and 
believed more readily when questioned when members of public complain 
considering honesty is paramount within the service’
32. 568 ‘I feel the relationships between lower ranks (PC/sergeant) is closer for the sole 
purpose of looking out for each other. However from team to team there is ever 
increasing tension as they all try to look after “their own” as everyone is stressed to 
the limit of acceptable personal stress levels and keen to try not to get “lumbered” 
with any more work.
33. 579 ‘Re scenario for A&S officers not enough information from experience a stupid 
officer puts their own and others lives at risk and comments from officer A could be 
justifiable’
34.598 ‘ Constructive criticism in the proper environment is healthy. All faults/ 
behaviour of whatever nature should be addressed and appropriate method of dealing 
or training recognised to resolve the problem. Senior officers are often lacking in 
recognising the needs of the individual. Every person is important -  not just a 
number! Good health / awareness should be encouraged -  including a health scheme.’
35. 609 ‘’’canteen culture” still a problem in the police force, teasing / bullying does still 
occur. Immature and unenlightened behaviour, intolerant behaviour is still 
commonplace”.
36. 617 ‘the quality of current and younger officers are far different from when I joined. 
They are too intelligent for their own good.’
37. 725 ‘Too many senior officers are more concerned about their own progression within 
the service than the team / service. Senior officers are being promoted with very little 
operational experience.’
Poor morale, lack of resources
38. 65 ‘Poor moral(e). Poor staffing levels. Sector Policing on a district doesn’t work. 
Poor cars. No I.T. or v.poor. 5-10 years behind other forces. Intelligence system a 
joke’
39. 138 ‘I was disappointed that this questionnaire did not query the effect of morale on 
working relationships which is the LOWEST I have ever known it in 10 years of 
policing in two constabularies!!! Many officers only continue to do the job because it 
pays the mortgage and is relatively stable (I include myself in that). I would leave 
tomorrow if the right job opportunity arose.’
40.197 ‘Police service is undervalued, overworked and has low morale’
41. 326 ‘Moral(e) in the service is very low’
42. 522 T have only recently joined my department. Uniformed officers have always 
grumbled at the unsociable hours/shift patterns and the ineptitude of senior officers, 
but the lack of funding / resources is making problems worse lately’.
43. 558 ‘the questionnaire does not get to the important questions: (1) am I committed to 
the job? Yes (2) am I committed to the police service? Yes (3) do they appreciate us? 
No (4) does my sergeant / inspector care? Yes (5) does my Chief Constable care? No. 
He does nothing to support us. He doesn’t care that we are over worked and under 
resourced. He doesn’t care that we are at high risk of injury, and he has no loyalty 
towards us. Criticism in the press is directed towards our sergeant and caused by 
‘spin’, placing the blame squarely on his shoulders. Since the questionnaire asks for 
no specific comment on our senior officers I’m not surprised that he’s added his 
endorsement to the questionnaire. If he know the poor regard he has held in rural 
police stations he would be very worried.’
44. 649 ‘Morale is so low and all officers overworked resulting in sickness causing more 
work to others’
45. 662 ‘The police service is in a shambles at the moment. Constables morale is at an all 
time low. The only way it continues to function is the good will of the constables who 
make it work -  and the exploitation of this good will by senior management’
46. 666 ‘I am fed up with hearing how the uniformed constable is the most important 
person then seeing the uniform groups get strip[ed to fill other departments’
47. 675 ‘Some of the lower marks I have given reflect the low morale I think is common 
at this time. Many officers are under stress and working relationships are becoming 
affected’.
Request for feedback
48. 388 ‘very interesting survey -  unsure of your direction of interest. Can we see the 
outcome?’
49. 474 ‘could you supply us with some feed back when your study is complete. It would 
be interesting to read your interpretations and make the last 15 minutes more valuable 
/ worthwhile’
Appendix Twenty-One:
Pilot Study 3 (SR of Bullied OfEcer)
21.1 Introduction
Statements such as that recorded by participant 175 commenting on the bullying scenario 
used in Study 2 (“it is likely that the officer would be upset because the Police Force are 
too politically correct and recruit the wrong sort of people”) and participant 12 in the pilot 
study (“...police officers pull together as a rule and those that lack the stomach are more 
likely to claim harassment, bullying etc.”) suggest that, at least for some officers, the 
perception of bullying is linked with the ‘wrong sort of people’.
Equally telling were the words used in informal conversations about bullying, with 
phrases such as ‘admit to being bullied’ being noted on more than one occasion. Within 
such an environment it seems strange that a word such as ‘admit’, with connotations of 
personal malfeasance or failure, should be used. This thesis has concentrated on the social 
representations of bullying per se, but these comments raised the possibility that the 
social representations of bullied and non-bullied police officers would inform future 
research.
Breakwell (1993) draws attention to the relationship between the target of a 
representation and the group pointing out that the group itself can occupy the target role. 
This may be particularly pertinent in the case of bullying in the workplace. If, as 
suggested by research, 10% or more of the working population are bullied, they will 
represent an important minority in any large organisation. Individuals identified or 
identifying as bullied can therefore find themselves marginalized or forced into an 
identity characterised by the representations held by the majority, especially if  such 
representations are negative. This raises an alternative explanation for the small number
/
of official complaints of bullying, which might have less to do with the behaviour and 
more to do with a sense of identity, and in not wanting to be identified as a bullied officer. 
Reference to the list of qualities of a police officer used in study 2 offer some explanation 
as to why this might be so.
Qualities such as assertiveness and self-confidence, emotional stability, good 
communications, moral courage, calmness and self-control, which are highly regarded 
within the service and might logically be used in the social representation of a police 
officer, might not be included in the social representation of bullied police officer. In this 
way bullied officers might be regarded as less proficient than their non-bullied 
counterparts.
Although serving as a corollary to the main research for this thesis it was decided to run a 
very small pilot study in order to ascertain whether this hypothesis would point to a valid 
area for future research.
21.2 Design, participants and method
This exploratory study was of a non-experimental design. The ten participants were an 
opportunity sample recruited through snowballing and drawn firom a southern counties 
constabulary. There were three female and seven male respondents with an age range 
between 31-54 (mean=43.11, std dev=7.72) having served between 5 and 30 years 
(mean=18.11, std dev=8.681).
The pencil and paper task they were set requested respondents to describe themselves, a 
police officer and a bullied police officer:
1. When you read the word ‘myself what do you think of? Please write up to ten words 
that come to mind.
2. When you read the words ‘police officer’ what do you think of? Please write down up 
to ten words that come to mind.
3. When you read the words ‘bullied officer’ what do you think of? Please write down 
up to ten words that come to mind
This was followed by a list of the individual police qualities used in study 2 against which 
they were asked to indicate on a five-point scale (endpoints much more than other officers 
= 1, much less than other officers = 5) the relative qualities of bullied / non-bullied 
officers. The instruction followed the format
Compared to the general police service, bullied police officers are likely to be: 
(please circle one number in each line)
Much more 
than other officers
Assertive and self confident...........
Committed to the job......................
Emotionally stable..........................
Enthusiastic for the job...................
Good communicators.....................
In good health..................................
Imaginative and inventive..............
Independent.....................................
Honest and with integrity...............
Morally courageous........................
Tolerant ..................... ....................
Helpful and considerate..................
Logical thinkers..............................
Decisive..........................................
Good team workers........................
Good organisers...............................
Fair..................................................
Interpersonally skilful.....................
In possession of a sense of humour
Accepting of discipline...................
Open minded...................................
Calm and self controlled................
Much Less 
Same than other officers
2 3 4 5
2 3 4 5
2 3 4 5
2 3 4 5
2 3 4 5
2 3 4 5
2 3 4 5
2 3 4 5
2 3 4 5
2 3 4 5
2 3 4 5
2 3 4 5
2 3 4 5
2 3 4 5
2 3 4 5
2 3 4 5
2 3 4 5
2 3 4 5
2 3 4 5
2 3 4 5
2 3 4 5
2 3 4 5
21.3 Results and discussion
The first three questions were each subjected to content analysis. As a first step every 
word used was listed in alphabetical order and word counts kept for multiple entries. 
These were then split into themes, which for the description of the self included, physical, 
positive qualities, negative qualities, positive emotions, negative emotions, role, reference 
to self, reference to singularity or isolation, and social. These themes together with all the 
individual words used to describe ‘self, ‘police officer’ and ‘bullied police officer’ are 
presented in table 21.1.
/
Table 21.1: Summary of themes / words used by respondents to describe self, police officer, bullied officer 
Self Police Officer Bullied OfficerThemes
Physical Young
Human
Bald
Hot Sentient 
Overweight Welsh 
Male
Tall
Hampshire
Black 
Small x2 
Gay
Female Young 
White shirt Yorkshire 
Junior
Positive qualities Confident 
Reliable 
Laid back x2
Quiet Shy 
Caring x2 Daft 
Complex
Caring
Competent
Respect
Sensitive
Tolerant
Negative qualities Selfish Cold Weakx2
Shy
Rude
Dishonest
Idiot
Git Submissive 
Wimp Inadequate 
Incapable Bad 
Inexperience Less able
Neutral qualities Quiet
Positive emotions Content
Comfortable
Happy x2 
Enjoyment
Laughing
Exciting
Negative emotions Frustrated
Angry
Frightened
Crying
Frightened
Sad
Angry x2 
Scared
Stressed
Lonely
Lost
Unhappy
Annoyed
Downtrodden
Vulnerable
Pressured
Role Police officer x2 my job 
Taxi driver Father Wife
Victim
Chosen wrong career
Self Mex5 
My name
Personal x2 I 
My own person
Myself
Me
Me
Singularity / 
isolation
Singular
One
Apart Alone 
Lone
Not many 
Shortage
Alone
Social Time out 
Friends 
Gym 
Pub
Chocolate Gym 
Leisure Social 
Social Relax 
Wine drinker Alcohol
Colleagues 
My shift
Alternative titles Dixon (Dock Green) 
The Bill Pig 
Fuzz Copper 
Constable Bobby
Work Professional
Responsibility
Serious
Helpx2
Assistance
Visual
Community
Invisible
Doing society
Order
Reassurance 
' Safety 
Peace of mind 
Protection 
Police lawx2 
Service x2 
Authority x2 
Work 
’s dirty work 
Essential
Helpx2
Arrest
Sacking
Artefacts Criminals
Radio
Burglars
Cs
Cars
Discipline
Uniform x3
Whistle
Truncheon
Money
Rank
Shifts
Rank
Epaulettes
Unclassified Wrong
Who
Hit
When
Why
Reason
6
It is apparent that for these respondents bullied officers are perceived to have fewer 
positive qualities and far more negative qualities than either the respondent as ‘self or of 
a police officer. Words such as weak, submissive, incapable and inadequate suggest that 
at least for this very small sample of police officers a bullied officer is thought unlikely to 
be able to cope with the job, perhaps best summed up in the phrase ‘chosen wrong career’ 
used by one respondent. At the same time words such as frightened, stressed, lonely, 
unhappy and scared suggest that there is a degree of sympathetic understanding of the 
likely emotions experienced by a victim of bullying.
The results of the respondents’ comparison between a bullied and a non-bullied officer on 
each of the twenty-two qualities used in study 2 are presented in figure 21.1.
Assertive and self confident...........
Committed to the job......................
Emotionally stable..........................
Enthusiastic for the job...................
Good communicators.....................
In good health..................................
Imaginative and inventive..............
Independent.....................................
Honest and with integrity...............
Morally courageous........................
Tolerant ..........................................
Helpful and considerate..................
Logical thinkers..............................
Decisive..........................................
Good team workers........................
Good organisers..............................
Fair..................................................
Interpersonally skilful.....................
In possession of a sense of humour
Accepting of discipline...................
Open minded...................................
Calm and self controlled................
Much more 
than other officers 
 1
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2 3
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Figure 21.1: Perceptions of qualities of bullied officer compared to non-bullied
The maximum possible score for each quality was five, with lower scores indicating that 
bullied officers were thought likely to possess higher levels of the quality than their non- 
bullied counterparts, and higher scores that bullied officers would compare less 
favourably. These data suggest that bullied officers are likely to be less assertive, less 
committed, less emotionally stable, less enthusiastic, not so good at communicating, less 
healthy, less imaginative, less independent, have less moral courage, not such a logical 
thinker, less decisive, less of a team-worker, less well organised, to have fewer 
interpersonal skills, to have less of a sense of humour, to be less open-minded and to be 
less calm and self-controlled. This deficit on seventeen of the listed qualities was weakly 
compensated by the scores suggesting that bullied officers are likely to possess higher 
levels on four qualities, i.e. honesty / integrity, tolerance, helpfiilness / consideration, and 
fairness, (see table 21.2).
Table 21.2: descriptive results of scores comparing bullied with non-bullied officers on qualities
Quality N
Valid Miss
Mean Mode Std. Dev Min. Max.
Assertiveness and self-confidence 10 0 4.30 5.00 .823 3.00 5.00
Commitment to the job 10 0 3.70 4.00 .949 2.00 5.00
Emotional stability 10 0 4.00 4.00 .471 3.00 5.00
Enthusiasm for the job 10 0 3.80 4.00 .919 2.00 5.00
Good communications 10 0 3.70 4.00 .949 2.00 5.00
Good health 10 0 3.80 3.00 .919 3.00 5.00
Imagination and inventiveness 10 0 3.70 3.00 .823 3.00 5.00
Independence 10 0 3.70 4.00 .823 2.00 5.00
Honesty and integrity 10 0 2.80 3.00 .632 2.00 4.00
Moral courage 8 2 3.38 3.00 .916 2.00 5.00
Tolerance 10 0 2.40 2.00 .966 2.00 5.00
Helpfulness and consideration 10 0 2.80 3.00 .632 2.00 4.00
Logical thinking 10 0 3.30 3.00 .483 3.00 4.00
Decisiveness 10 0 3.90 4.00 .316 3.00 4.00
Being a team worker 10 0 3.40 3.00 .843 2.00 5.00
Good organization 10 0 3.60 3.00 .699 3.00 5.00
Fairness 10 0 2.80 3.00 .422 2.00 3.00
Interpersonal skills 10 0 4.10 4.00 .316 4.00 5.00
Sense o f humour 10 0 3.50 3.00 1.080 2.00 5.00
Acceptance of discipline 10 0 3.00 3.00 .817 2.00 5.00
Open-mindedness 10 0 3.20 3.00 1.033 2.00 5.00
Calmness and self-control 10 0 3.10 2.00 1.101 2.00 5.00
The lack of a suitable participant base prohibited the extension of this pilot study at this 
stage, but the findings are particularly provocative suggesting that within the service the 
very notion of a bullied police officer might represent an oxymoron in that the social 
representations of a ‘bullied individual’ and a ‘good police officer are incongruent. a 
police officer should have a tough enough character to withstand any such pressures.
